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Santrauka

Magistro darbo tema ,Lyderystés kompetencijos raiSka socialinio darbuotojo veiklos su
nejgaliaisiais kontekste”. Tyrimo objektas — socialinio darbuotojo lyderystés kompetencijos raiska.
Tyrimo tikslas — iSanalizuoti socialinio darbuotojo lyderystés kompetencijos raiskg veikly su
nejgaliaisiais kontekste

Tyrimo tikslui pasiekti buvo formuluojami tokie tyrimo uzdaviniai: nustatyti socialiniy
darbuotojy lyderystés savybiy raiSkg veikly su nejgaliaisiais kontekste; identifikuoti socialiniy
darbuotojy lyderystés raiSkos kontekstus, dirbant su nejgaliaisiais; atskleisti socialiniy darbuotojy
lyderystés raiskos tikslinguma, dirbant su nejgaliaisiais.

Tyrime pasirinkti ir taikyti Sie tyrimo metodai: teoriné analiz¢, anketiné apklausa ir statistiné
aprasomoji analizé. Anketin¢je apklausoje dalyvavo 93 su nejgaliais asmenimis dirbantys socialiniai
darbuotojai.

Pagrindinés tyrimo i§vados: Tyrimo metu nustatyta, kad socialiniai darbuotojai, vykdantys veikla
su nejgaliais asmenimis, pasiZymi tokiomis asmeninés lyderystés savybiy grupémis kaip socialumas,
kolegiSkumas, atvirumas naujovéms ir sgmoningumas bei ryztingumas, taiau stinga pasitikéjimo
savimi, jtakos kitiems ir lyderystés sklaidos savybiy. Socialiniy darbuotojy lyderystés raiskos jvairiuose
kontekstuose analizé atskleidé, kad labiausiai iSreikStas veiklumas (socialiniai darbuotojai imasi
iniciatyvos savo srityje; produktyviai dirba komandose; prisiima atsakomybg ir vadovaujant] vaidmenj
konkrecioje socialiniy paslaugy nejgaliesiems teikimo proceso srityje; organizuoja susirinkimus,
ekskursijas, renginius nejgaliesiems) ir dalyvavimas (socialiniai darbuotojai prisiima atsakomybe¢ uz
savo nuolatinj profesinj tobulinimasi ir ragina kitus nuolat tobuléti; stebi kolegy veiklas; dalinasi patirtimi
su kolegomis, veda kompetencijy ugdymo renginius; kartu su jstaigos administracijos atstovais dirba
jvairiose darbo grupése). Tyrimo rezultatai atskleidé socialiniy darbuotojy lyderystés raiskos tikslinguma
racionaliy sprendimy tikslingumg veikos su nejgaliaisiais kontekste. Tai galima biity sieti su geréjanciu
Istaigos jvaizdziu, jos veiklos tobulinimu, grindZiamu nuolatiniu vertinimu, analize, gerosios patirties
sklaida ir naujoviy igyvendinimu ir kryptinga veikla, orientuota j tiksly jgyvendinimg. Racionaliy
sprendimy priémimas socialiniy darbuotojy lyderystés raisSkos kontekste jtakoja tiksly jgyvendinima,
kurj iliustruoja jstaigos bendruomenés skatinimas ir jgalinimas susitarti ir priimti reikSmingus
sprendimus kokybiniams poky¢iams. Remiantis gautais tyrimo rezultatais, buvo parengtos socialinio
darbuotojo lyderystés kompetencijos tobulinimo veiklos su nejgaliaisiais procese rekomendacijos.

Esminiai Zodziai: socialinis darbas su nejgaliaisiais, lyderystés kompetencija, lyderystés raiska.



Ivadas

Problema ir tyrimo aktualumas. Teorinis diskursas apie lyderystés teorijas padeda suprasti, kad
lyderystés id¢ja yra nevienareik§miskai traktuojama ir vertinama skirtingy teorijy ir mokslo Saky atstovy.
Iki $iol nerimsta diskusijos dél sgvokos apibrézimo, ji keliama vis j naujus kontekstus, taikomi nauji, nuo
konkretaus laikotarpio priklausantys poziiiriai. Diskutuojama, kas, kaip ir kodél tampa lyderiu, kaip
lyderysté veikia (Skarbaliené, 2015).

Esant daugybei lyderystés reiskinio sampraty, galima skirti tris fundamentalius taskus, kuriais ji
remiasi, tai: grupe, jtaka, tikslas. Pagrindinés lyderystés funkcijos yra krypties nustatymas, zmoniy
telkimas, motyvavimas ir jkveépimas (Northouse, 2014). Modernus pozilris ] organizacijy vadyba
akcentuoja ne vien vadovy, turiniy lyderio potenciala, svarba. Akcentuojamas lyderystes kaip
kompetencijos poreikis ne organizacijos, bet atskiro individo, ugdancio universalias, nepriklausancias
nuo veiklos srities kompetencijas, atitinkancias jo asmeninius karjeros tikslus, lygmeniu. Lyderystés
kompetencija pradéta priskirti organizacijos lygmenyje tiek vadovui, tiek ir darbuotojui, o individo
lygmenyje — bet kuriam Zmogui, kuris siekia savo asmeniniy gyvenimo ir karjeros tiksly (Silingiené,
2011).

Intensyvus lyderystés teorijos ir praktikos plétojimas pastaraisiais deSimtmeciais paskatino
lyderystés idéja susidométi jvairiy sriciy atstovus. Susidoméjimas lyderyste Svietimo srityje, susijes su
Svietimo kokybés klausimais. Pastaraisiais metais vis daZniau nagrin¢jama, kaip aukStosiose mokyklose
studentai rengiami lyderystei (Skarbaliené, 2015). Tuo tarpu lyderysté socialiniame darbe yra mazai
nagrin¢jama. Démesys Cia labiausiai skiriamas lyderystés kaip paslaugy kokybés uztikrinimo principo
analizavimui.

Lyderystés aspektas minimas ir Europos socialiniy paslaugy kokybés uZtikrinimo sistemoje
(toliau tekste — EQUASS). Europos socialiniy paslaugy kokybés uztikrinimo sistema EQUASS yra
Europos ir specifiniy sektoriy kokybeés sistema, skirta organizacijoms, kurios teikia socialines paslaugas
ir kurios yra jsipareigojusios socialiniame sektoriuje laikytis svarbiausiy vertybiy bei kokybés principy.
EQUASS siekia stiprinti socialiniy paslaugy sektoriy jpareigodama paslaugy teikéjus siekti kokybés ir
nuolatinio jos gerinimo bei uztikrindama paslaugy gavéjams paslaugy kokybe visoje Europoje (EQUASS
2017). Vienas i8S Sios sistemos principy yra lyderysté, kuri atskleidzia ar vadovai savo veikla uztikrina
gerg valdyma, lyderyste ir socialing atsakomybe.

Lyderyste¢ dél nevienareikSmisko traktavimo yra aktualus Siuolaikiniy moksliniy diskusijy

objektas. Lyderystés reiskiniui paaiskinti sukurtos mokslinés teorijos dazniausiai akcentuoja jos esmg¢ ir
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svarbg organizacijy valdyme, kur vaidina lemiamg vaidmenj, uztikrinant atskiry Zzmoniy, komandy ir
organizacijy efektyvumga siejant tai su aukStais postais ar pareigomis (Silingiené, 2011). UZsienio
mokslininkai yra placiai analizave lyderystés aspektus: Shivali (2017) analizavo emocinj lyderio profilj,
i§skirdamas desimt lyderio kompetencijy. Sullivan (2016) tyré lyderyste socialiniame darbe. Norzailan,
Yusof ir Othman (2016) analizavo strateginiy. t.y. aukStesnio organizacijos lygmens, lyderystés
kompetencijy vystyma. Andriukaitiene, Voronkova, Kyvliuk, Maksimenyuk, Sakun (2017) akcentavo
lyderystés kompetencijy raiskos svarbg vadybos procese. Lietuvoje taip pat atliekami jvairs i lyderystés
fenomeng nukreipti tyrimai. Kaip pazymi Minelgaité, VaiCiukynaité (2017), lyderystés tyrimai ilgg laika
rémési ] lyder] orientuotu poziiiriu, kuris yra kritikuotinas dél sekéjo vaidmens ignoravimo ar
nelygiavercio sekéjo svarbos vertinimo lyderystés procese. Tuo tarpu autorés atliko j sekéjg orientuotos
lyderystés tyrima. Silingiené (2011) tyré lyderystés kompetencijos raiska individualizuotos karjeros
kontekste. Skarbalien¢, RupSiené (2011) analizavo lyderystés kompetencijy ugdyma pedagogy rengimo
programose. Bujokaite (2012) savo tyrime démesj skyré socialiniy pedagogy lyderystés analizavimui.
Liekis, Tolutiené (2018) analizavo andragogo lyderystés raiskos galimybes, Silingiené, Stukaité (2019)
— komunikacing elgseng lemianciy socialinés ir emocinés lyderystés kompetencijy raiskg. Nedzinskaité,
Barkauskaité¢ (2017) — darbuotojy profesionalumg lemiancius transformacinés lyderystés gebéjimus,
kuriuos pagrindé penkiais pagrindiniais komponentais: idealizuotoji jtaka (savybeés), idealizuotoji jtaka
(elgesys), ikvepiantis motyvavimas, intelektualusis skatinimas ir individualusis démesys. GudZinskiene,
Geciene (2018), analizuodamos socialinés globos paslaugas teikianciy jstaigy vadovy pozitrj  teikiamy
paslaugy kokybe, atskleidé tai, kad vadovai yra labiausiai susipazing ir jgyvendina lyderystés principo
kriterijus. Tuo tarpu Pileckiené, Zadeikaité (2009) nagrinéjo vadovo lyderystés gebéjimy ugdyma
socialines paslaugas teikianc¢iose organizacijose.

Kadangi pastebimas mokslinés literattiros ir empiriniy tyrimy trilkumas, nagrinéjant lyderystés
kompetencijos raiSka socialinio darbuotojo veiklos su nejgaliaisiais kontekste, keliami tokie
probleminiai tyrimo klausimai:

1. Kokios lyderystés savybés yra biidingos socialiniams darbuotojams, dirbantiems su nejgaliais
asmenimis?

2. Kokiuose kontekstuose pastebima socialiniy darbuotojy, dirbanciy su nejgaliaisiais, lyderystés
kompetencijos raiska?

3. Koks yra socialiniy darbuotojy, dirbanc¢iy su nejgaliaisiais, lyderystés kompetencijos raiskos
tikslingumas?

Tyrimo objektas. Socialinio darbuotojo lyderystés kompetencijos raiska.
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Tyrimo tikslas. I$analizuoti socialinio darbuotojo lyderystés kompetencijos raiSkg veikly su
nejgaliaisiais kontekste

UZdaviniai:

1. Taikant moksliniy Saltiniy analize, atskleisti lyderystés apibrézt], lyderystés kompetencijos
sudedamasias dalis, lyderystés kompetencijos raiSkos komponentus.

2. Nustatyti socialiniy darbuotojy lyderystés savybiy raiska veikly su nejgaliaisiais kontekste.

3. Identifikuoti socialiniy darbuotojy lyderystés raiskos kontekstus, dirbant su nejgaliaisiais.

4. Atskleisti socialiniy darbuotojy lyderystés raiskos tikslinguma, dirbant su nejgaliaisiais.

5. Remiantis empirinio tyrimo rezultatais, parengti socialinio darbuotojo lyderystés
kompetencijos tobulinimo veiklos su nejgaliaisiais procese rekomendacijas.

Tyrimo metodai. Tyrime pasirinkti ir taikyti Sie tyrimo metodai: teoriné analizé, anketiné
apklausa ir statistiné apraSomoji analizé.

Tyrimo dalyviai: 93 su nejgaliaisiais dirbantys socialiniai darbuotojai.



1. LYDERYSTES TEORINE APIBREZTIS SOCIALINIO DARBO KONTEKSTE

1.1.  Teoriniai lyderystés apibiidinimo aspektai

Moksliniame diskurse lyderysté traktuojama labai jvairiai. Jvairis mokslininkai lyderyste
apibrézia, remdamiesi keliais esminiais elementais. Harris (2011) teigia, kad lyderysté yra gausi jvairiy
idéjy ir nepripazinty teorijy. Jis akcentuoja tai, kad vienoms teorijoms ,,nusilpus®, tuoj pat atsiranda
naujos teorijos, kurios siekia pateikti absoliuc¢ig lydersytés traktuote, taciau sukelia daug klausimy dél
duomeny pagrjstumo. Lyderystés apibrézCiy jvairove autorius pagrindzia ziniy ekonomikos laikotarpiu,
kuomet aktualizuojama Ziniy visuomeneé.

Natiiralu, kad vystantis jvairioms teorijoms, jos pateikia nevienodas lyderystés sgvokos
apibréztis. Jvairtis mokslininkai (Northouse, 2009; Marzano, Waters, McNulty; 2011; Hargreaves, Fink,
2008; Drucker; 2009; Mulford, 2003; Elmore, 2008; cit. Pont, Nusche, Moorman, 2011, Silingiené
(2011), Harris (2011), Griffin (2011), Lambert (2011), Katilitte, Malciauskien¢, Simonaitiené,
Stanik@iniené, Cibulskas (2013), Cibulskas, Zydzitinaité (2012) ir kt. analizavo lydersytés fenomena ir i$
jos traktuote pildé vis kitais aspektais, gristais atlikty tyrimy rezultatais.

Skarzauskienés (2008) teigimu, mokslas, tiriantis lyderyste, vystési keliais etapais. Pirmasis buvo
pagrijstas lyderio bruozy identifikavimo (remiamasi ,,didziojo zmogaus® arba bruozy idéjomis) teorija.
Antruoju etapu iskilo teorijos, sietinos su vadovo elgesiu. Treciajame etape svarbus poslinkis jvyko link
kontingencijos, vadovo ir sekéjy tarpusavio sgveikos teorijy, kurios tyré vadovo elgesio ir vadovavimo
stiliaus kaita, priklausomai nuo situacijos faktoriy. Cizikiené (2020) pazymi, kad daugelis ankstyvyjy
lyderystés teorijy yra susijusios su lyderio bruozais ir elgesiu jvairiose situacijose. Sios lyderystés teorijos
kurj laikg buvo labai populiarios, paaiSkinancios jgimtas asmens savybes. Nuo devintojo deSimtmecio
mokslininkai skirtingais aspektais analizavo lyderio emocijy ir situacijy jtakos sasajas sekéjams.
Dabartiniame etape jvairios lyderystés teorijos yra nukreiptos j lyderiy ir sekéjy poreikiy bei asmenybés
savybiy saveika, taip pat kultiriniy ir aplinkos veiksniy jtaka lyderio elgesiui.

Nors daugelyje mokslo informacijos $altiniy, aprasanciy lydersytés teorijas, lydersyté siejma su
vadovavimo teorijomis, nes akcentuojamas vadovas, taciau kalbama apie jo lyderiavimg ir lyderystés
raiSka. Ruzevicius (2010) lyderyste apibrézia kaip veiksminga vadovavima, grista jtakojimo procesu,
kurio metu apgalvojama ir suformuojama jtakos strategija, siekiant vienokio ar kitokio kity asmeny
elgesio. Autorius tai apibiidina kaip ,,elegantiSkg spaudima®, padedantj kity asmneny valdymui, proceso
struktiiravimui ir veiksmy bei santykiy palengvinimui. Toks nematomas spaudimas tarsi sukelia

savanoriskas pastangas grupés viduje ar visoje organizacijoje siekti tiksly. Northouse (2009) pabrézia,
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kad lyderio vaidmenj atliekancio asmens ir jo sekéjy tarpusavio santykiuose latentiné valdzia priskiriama
biitent lyderiams.

Dar viena vadybos moksle naudojama teorija lyderystés fenomenui analizuoti — transakciné
teorija, kuri lyderyste aiSkinama per apdovanojimy ir bausmiy sistemg. Nors §i teorija daug démesio
skiria sgveikos tarp lyderios ir sekéjy abipusiSskumui, ta¢iau yra kita — santykiy teorija (dar kitaip
vadinama transformacine teorija), kuri analizuoja rySius, esancius tarp lyderio ir grupés nariy ar
darbuotojy (sekéjy) (Cibulskas, Zydzianaite, 2012). Silingienés (2011) teigimu, lyderysté gali bati
traktuojama dvejopai — pasitelkiant procesinés arba asmenybines prieigas, nes moksliniuose
tyrinéjimuose pastebimos kelios tendencijos, kurios priestaringai vertina tiek lyderystés objekta, t.y. kas

suvokiama kaip lyderyste, tiek ir subjekta, t.y. kieno atzvilgiu lyderysté taikoma ar analizuojama.

1.1.1. Procesinés lyderystés apibiidinimas ir turinys

Northouse (2009), akcentuodamas lyderystés sampratos jvairove, vistik nurodo pagrinding Sio
fenomeno dalj — lyderysté turi traktuojama kaip procesas, aktualizuojamas apibusés lyderios ir sekéjy
saveikos procesu. Tokia sampratos traktuotés pozicija leidzia atmesti mintj, kad lyderysté apsiriboja tik
formaliu grupés lyderiu, kuris yra paskirtas atlikti lyderio funkcijy. Teigiama, kad biitent kontekstinis
laukas apibrézia, kas gali tapti lyderiu, o tai palieckama beveik savieigai. Lyderiu organizacijoje
potencialiai gali tapti kiekvienas jos narys, nes lyderysté yra grindZziama jtakos elementu ir nesant jai
néra pagrindo atsirasti lyderystés reiSkiniui organizacijoje. Dar vienas svarbus aspektas — grupés
kontekstas kaip lyderystés aplinka, kuriame plétojama lyderysté, grista poveikio kitiems darymu, tikslo
siekimu, asmeny sutelkimu konkrecios uzduoties atlikimui. Griffin (2011) akcentuoja lyderyste kaip
vaidmen;] su pagrindiniu uZdaviniu — grupés ar organizacijos nuolatinio tapatumo ir tikslo i§saugojimas.

Remiantis i$skirtais elementais, Northouse (2009) apibrézia lyderyste kaip procesa, iliustruota
vieno asmens jtakos darymu kitiems asmenims, siekiant bendro tikslo. Anot Silingienés (2011),
procesinis pozitris j lyderyste daugelio mokslininky yra orientuotas j jtakos proceso pozicijg — tikslai
pasiekiami tik tinkamos jtakos saveikos tarp lyderios ir sekéjy kontekste. Sig mintj patvirtina ir Bush
(2008), akcentuodamas kity darbuotojy ar sekéjy aktyvy jtraukimg j procesus, veikiant lyderystei.
Teigiama, kad sekéjai savo noru ir valia pakliista lyderio nurodymams, prisidédami prie lyderio statuso
jtvirtinimo. Manoma, kad lyderiavimas reiSkia nelygig galios (jégos) pusiausvyrg tarp lyderio ir grupés
nariy. Didesné galia, panaudojant jos skirtingas formas jtakos kontekste, procesinéje lyderystéje

priskiriama lyderiui, 0 grupés nariams lieka labai nedidelé jos dalis. Autorius pazymi, kad nereikéty
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uzmirSti vertybinio pagrindo, susijusio su lyderyste. Vertybiniu pagrindu aSimi tampa moralinis
pasirinkimas, apibtidinamas kaip sekéjy galimybé pasirinkti i§ lyderio pateikiamy alternatyvy. Taip
uztikrinamas samoningas pasirinkimas, aktualizuojamas lyderio sekimu arba ne (Stoner, Freeman,
Gilbert, 2001).

Lyderiai gali buti tiek paskirti (lyderyste grindzia institucijoje uzimamamos pareigos) ir iskile
(kiti laiko jtakingiausiu institucijos nariu, nepriklausomai, kokias pareigas jis uzima). Lyderysté kaip
procesas gali biiti stebimas, analizuojant lyderiy elgesi, 0, manoma, kad toks elgesys yra iSmokstamas
(Northouse, 2009). Hargreaves, Fink (2008) nuomone, sudétingas ir greitas pasaulis nesukuria sglygy tik
zmoniy pastangomis sukurti lyderyste. Sklaida yra jvardijama kaip vienas i§ tvariosios lyderystés
principy, Siejamu su pasidalinta ir bendra atsakomybe, kuri gali bati tiek skiriama, tiek ir prisiimama.

Zvirdausko (2006) nuomone, vaodvas ar lyderis, jgalindamas bendruomenés narius, sukuria
papildomos vertés suteikian¢ias darbo galimybes per darbo komandoje aspektg. Komandinis darbas gali
bati apibtidinamas kaip pasidalinimas ne tik idéjomis, bet ir bendra atsakomybe, bei pagrjstas aukstu
karybingumo ir pasitikéjimo savimi laipsniu. Sinerginis efektas organizacijoje sukuriamas efektyviu
komandiniu darbu, ty. kartu veikdami organizacijos nariai pasiekia daug daugiau, nei kiekvienas
organizacijos narys gali pasiekti individualiais veiksmais. Siame kontekste organizacija pasizymi aukstu
veiklos produktyvumu, jsipareigojimu kokybe zmogiskyjy santykiy plotméje, efektyvesniu konflikty
sprendimu bei lengviau priimamais pokyc¢iais. Tai pasiekiama, kai yra aiskus vadovo Zinojimas, kuria
linkme veikti ir kuria linkme kreipti bndruomene. Nedzinskaité (2013) pazymi, kad organizacijos
kokybés siekimas ypatingai priklauso nuo lyderio prisiimto vaidmens, gristo naujausiomis ziniomis ir
paremto lankstumu bei kiirybiskumu.

Lambert (2011) lyderystg sieja su gebéjimu padéti mokytis kitiems organizacijos nariams, pac¢iam
mokytis 1§ jy bei siekti paveikti kity mokymasi. Mulford (2003), Elmore (2008) akcentuoja pagrinding
lyderystés funkcija — organizacijos mokymosi skatinima, siejama su jstaigos pajégumo didinimu, auksty
rezultaty siekimu bei nuolatiniu tobul&jimu, klimato ir sglygy, kuriomis vyksta kolektyvinis mokymasis,
ktrimu ir apgalvotu duomeny naudojimu, siekiant proceso tobulinimo (Pont, Nusche, Moorman, 2011).
Cibulskas ir Zydzianaité (2012, p. 143) tvirtina, kad lyderysté yra procesas, grindziamas individualia ir
organizacine plétote: ,lyderis — kiekvienas iniciatyvus dalyvis, siekiantis geresnio kity asmeny
dalyvavimo procesuose, prisiimantis atsakomybe, besiremiantis aiskiomis vertybémis. Avolio ir
Yammarino (2013), Yukl (2006) sieja lyderyste ne tik su individualiiomis savybémis ar i$skirtinumais,
tac¢iau su dalijimosi bendravimo, strateginiais, globaliais ir socialinés aplinkos dinamikos modeliais

kompleksas (Avolio, Walumbwa, Weber, 2009).
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1.1.2. Asmenybinés lyderystés apibiidinimas ir turinys

Silingiené (2011) pazymi, kad asmenybiné lyderystés samprata labai skiriasi nuo procesinés
lyderystés teorijos skirtinga kokybine priciga. Asmenybinéje teorijoje démesys skiriamas lyderiui
budingiems bruozams skirtingais aspektais: kaip prigimtinés savybés ir kaip jgytas jgudis. ,,Didziojo
Zmogaus‘ teorijose buvo akcentuojama, kad lyderysté yra jgimta — lyderiais gimstama, jais netampama
(Cibulskas, Zydzifinaité, 2012). Anot Northouse (2009), mazdaug prie§ 70 mety buvo kvestionuojama
prielaida, kad lyderysté yra jgimta. Stogdill (1948) atlikes daugiau kaip 124 bruozy tyrimy, atlikty 1904-
1947 metais, metaanalize, teigé, kad lyderystés samprata buvo kuriama ne remiantis Zmogaus turimomis
savybémis, o Zmoniy santykiais socialingje situacijoje. Taciau 1974 metais atlikgs dar 163 tyrimy (1948-
1970 mety laikotarpis), metaanalize, patvirtino, kad lyderio savybés i§ tiesy yra lyderystés dalis. Sie
bruozy teorijos tyrimai leido mokslininkams sudaryti i$samy bruozy sgrasa, pazymintj jgijamy arba
puoseléjamy savybiy spektra, siekiant lyderystés pozicijos kity vertinimu (Northouse, 2009).
Svarbiausiais lyderystés bruozais yra iSskiriamas intelektas, pasitikéjimas savimi, ryztingumas,

garbingumas ir socialumas (zr. 1 lentele).

1 lentelé
Lyderio bruozy kompleksas (Northouse, 2009)

Asmens intelektas ISkalba, suvokimas ir argumentavimas

Asmens Pasitikéjimas savo Ziniomis ir jgiidZiais
pasitikéjimas savimi
Asmens ryztingumas | Siekis atlikti darba, iniciatyvumo, atkaklumo, dominavimo ir verzlumo

savybés
Asmens garbé ir SaZiningumas, patikimas elgesys, atsakomybés uz savo veiksmus
orumas prisiémimas

Asmens socialumas | Efektyvus bendravimas su Kitais

Pastaruoju metu didelé dalis moksliniy tyrimy veél démes; skiria svarbiausiems lyderiy bruozams.
Anot Northouse (2009), mokslininkai atlike 78 lyderystés tyrimy, paskelbty 1967-1998 metais,
metaanalize pastebéjo stipry ry$j tarp penkiy svarbiausiy bruozy (vadinamo ,,DidZiojo penketo®) ir
lyderystés. Labiausiai su lyderysté mokslininkai sieja su ekstraversijos dimensija (asmuo turi polinkj bti
draugiskas ir atkaklus bei turi pozityvios energijos), saziningumo dimensija (asmuo turi polinkj buti
nuodugnus, tvarkingas, susivaldantis, patikimas ir ryztingas jvairiose veiklose), atvirumo dimensija
(asmuo turi polinkj biti informatyvus, kurybingas, jzvalgus ir smalsus aplinkoje), nedidelio

neurotiSkumo dimensija (asmuo turi polinkj buti prislégtas, susiripings, nesaugus, pazeidziamas ir
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priesiskas; Sia aspektai vertinami kaip veiksniai neigiamai veikiantys lyderyste) ir sutarimo su Kitais
dimensija (asmuo turi polinkj buti palankus, prisitaikantis, pasitikintis ir puoseléjantis sabtykius). 1981
m. pasiiilgs ,,DidZiojo penketo” (angl. Big Five) terming amerikie¢iy psichologas Goldberg (1999; cit.
Bunevicius, 2005) nurodo, kad ,DidZiojo penketo“ asmenybés dimensijos yra: ekstraversija,

Sgmoningumas, nuo$irdumas, neurotiSkumas, atvirumas naujovéms (zr. 2 lentele).

2 lentelé
Asmenybés dimensijos (Bunevicius, 2005)

Ekstraversijos Draugiskas, aktyvus, atkaklus asmuo
dimensija

Samoningumo Organizuotas, patikimas, atsakingas asmuo
dimensija

NuoSirdumo Paslaugus, atlaidus, patiklus asmuo
dimensija

NeurotiSkumo Dirglus, irzlus, impulsyvus asmuo
dimensija

Atvirumao Intelektualus, lakios vaizduotés ir laisvo mastymo asmuo
naujovéms

dimensija

Asmenybeés, linkusios j lyderyste, dimensijos i§ dalies sutampa asmenybés bruozy teorijos
Salininky i$skiriamais pagrindiniai lyderio bruozais. ISsiskiria pozicija vertinant sgmoningumo dimensijg
ir saziningumg. Saziningumas suvokiamas kaip asmens polinkis j nuodugnuma, tvarkinguma,
susivaldyma, patikimumg ir ryZtingumg. Sgmoningumo dimensija tuo tarpu apima platesne asmenybeés
savybiy i8raiSka. Samoningumas yra budingesnis j organizuotuma, patikimuma, atsakinguma linkusiems
lyderiams. Bunevicius (2005) aktualizuoja tai, kad jokiu bidu asmenybés dimensijos negali biti siejamos
su asmeny tipais, nas jos yra paremtos labiau specifiSkais ir skirtingais asmens bruozais. Teigiama, kad
lyderio asmenybés dimensijos varijuoja, priklausomai nuo skirtingy stimuls, veikly ir konteksty, todeél
dimensija savaime néra pastovi bei gali Kisti. Asmenybés dimensija nulemia asmens elgesj, reakcijas j
aplinka, jy pobudj ir veikia asmens sveikatg. McCrane ir kt. (2005) teigia, kad Siuolaikinéje
psichologijoje penkiy faktoriy modelis arba ,,DidZiojo penketo* asmenybés dimensijos priskiriamas
populiariausiam asmenybés bruozy analizés metodui (Bunevicius, 2005).

Northouse (2009), analizuodamas globalios lyderystés ir organizacinés elgsenos efektyvumo

vertinimg, atskleidé globalius lyderiui buidingo elgesio tipus (zr. 3 lentelg).
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3 lentelé
Lyderisko elgesio tipai (sudaryta pagal Northouse (2009); House ir Javidan (2004))

LYDERYSTE CHARAKTERISTIKA
Charizmating, grindziama | Aiskios ateities vizijos turéjimas ir veiklos rezultaty siekis, kity jkvépimas,
vertybémis ryztingumas, pasiaukojimas, patikimumas.
I komandg orientuota Komandos kiirimas ir bendras jos nariy tikslas. Mokéjimas

bendradarbiauti, sujungti j vieng visuma, diplomatiskumas,
administravimo gebéjimai.

Aktyvuma skatinanti Kity jtraukimas j sprendimy priemimq ir jy jgyvendinimg. Lyderis skatina
aktyvumq ir néra autokratiskas.

I zmogy orientuota Zmoniy rémimas, déemesingumas, uZjautimas ir dosnumas. Lyderis Kuklus ir
Jjautrus Zmonéms.

SavarankiSkoji Nepriklausomas ir individualistinis vadovavimas. Lyderis yra
savarankiskas ir isskirtinis.

Savisaugi Grupés lyderio saugumo ir garantijy del savo padéties uztikrinimas.

Lyderis egocentriskas, paisantis uZimamos padéties, skatinantis konfliktus,
gelbstintis prestizq ir vertinantis procediras.

Visi Sesi lyderisko elgesio tipai yra orientuoti | tam tikrus procesus ir bruozus, kurie jvardinami
charakteristikomis, skirian¢iomis vieng tipa nuo kito. [vertinant, kad asmenybés dimensijos apsprendZia
lyderisko elgesio tipa, butina atsizvelgti j kultiirinius skirtumus, nes skirtingy kultiiry pozitiriai Zenkliai
skiriasi.

Ryty ir Vakary pasaulio kaip skirtingy kultliriniy grupiy poZzitiris  lyderyste yra akivaizdus
(Northouse, 2009). Tai patvirtina skirtingy kultiry vadovy, dalyvavusiy GLOBE tyrime, pozitris j
charizma ir vertybémis grista lyderyste (zr. 1 pav.).

M Lenkija MWJAV W Malaizila ™ Brazilja MItalija M Japonija Danija Namibija Austrija Turkija ~ ® Vidurkis

. 1

0 : : :
Savarankiska Savisaugi Charizmatineé | komanda | Zmogy orientuota  Aktyvuma skatinanti
orientuota

1 pav. Lyderystés traktuoté skirtingose kultiirose

(sudaryta autoriaus, remiantis tyrimo duomenimis Northouse (2009)
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Charizmatiskas ir savo veiklg vertybémis grindziantis lyderis suvokiamas kaip turintis aiskig
ateities vizijg ir siekiantis veiklos rezultaty, jkvepiantis kitus veiklai, ryztingas, pasiaukojantis ir
patikimas. Tokia lyderysté yra svarbi beveik viso pasaulio lyderiams, iSskyrus Japonijos ir Turkijos
lyderiams. Kaip teigia Cibulskas, Zydzitnaité (2012) charizma grista lyderist¢ paskatina Kitus
organizacijos narius siekti aukstesniy tiksly ir atlikti auksciausios kokybés veikla. Charizmatinés
lyderystés teorijoje pabréziamas nepakartojamas lyderio elgesys, darantis jtakojantj specifini poveiki
kitiems organizacijos nariams. Pric asmeniniy charizmati$ko lyderio savybiy prisikiriamas polinkis
dominuoti aplinkoje, stiprus troskimas jtakoti kity elgseng, pasitikéjimas savimi ir stiprus moraliniy
vertybiy pajautimas (Northouse, 2009). Avolio ir Yammarino (2013) akcentuoja, kad transformacinés
lyderystés kontekste reiskiasi charizmos elementai, idealizuota jtaka, jkvépiantis motyvavimas,
intelektuali stimuliacija ir individualizuotas démesys.

Taciau Harris (2011) kvestionuoja charizmg ne tik kaip vertybe, bet ir kaip klittj siekti auksty
organizacijos siekiy. Jam antrina ir Drucker (2009), teigdamas, kadne nuo charizmos priklauso efektyvus
lyderiavimas, o charizma, lyderio elgesyje pasireiskianti nelankstumu, jtikéjimu savo teisumu ir
neklystamumu bei nesugebéjimu keistis, gali net Kliudyti lyderio veiklai. Autoriai pazymi, kad lyderio
elgesi turi veikti ne charizma, 0 aiSkios ateities vizijos turé¢jimas ir veiklos rezultaty siekis, kity
jkvépimas, ryztingumas, pasiaukojimas, patikimumas. Dar stipresnés pozicijos charizmos atzvilgiu yra
Kotter (2001), teigiantis, kad lyderystés negalima sieti su ,,mistiSkais* charizmos elementais, kuri skirta
ar suteikiama tik ,,iSrinktiesiems®. Jis pazymi, kad Siuolaikinés lyderystés pagrindas — iniciatyva daryti
pokyc¢ius. O pokyc¢iy igyvendinimg nuolatine ir nuoseklia uzduotimi pavercia krypties, iSkeltos lyderio,
nurodymas be plany, taciau su vizija ir galimomis strategijomis. Tai pajégus sukurti plataus mastymo
lauko ir rizikuojantis strategas, kokj autorius ir jsivaizduoja lyderj organizacijoje. XXI amziaus lyderis
turi pasizyméti tokiu elgesiu, kuris leisty jgyvendinti pokycius, bet nepriklausyty tik nuo asmeniniy
savybiy ar charizmos. Nurodomos svarbiausios efektyvios lyderystés ypatybes: kity pritraukimo
geb¢jimas, bendros vizijos kiirimas, aiskios vizijos turé¢jimas, tikslo prasmingumo suvokimas, didelé
savivoka ir pasitikéjimas savimi, griezta moraliné pozicija ir tikslo siekimas, remiantis dvasinémis
vertybémis, prisitaikymo prie nuolatinio poreikio keistis gebéjimas (Marzano, Waters, McNulty, 2011).

Teigiama, kad pozitris | lyderyste priklauso nuo to, i§ kokio tasko zvelgiama (techninio,
racionalaus arba sisteminio). Dominuojantis poziiiris j lyderyste yra techninis ir racionalus, jj sudaro
keturios pagrindinés lyderystés sampratos prielaidos: lyderysté veikia organizacijos veiklos rezultatus;

lyderysté susijusi su organizacijoje atlickamomis funkcijomis; lyderiams, kaip asmenims, biidingos tam
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tikros savybés ir elgesio modeliai; lyderiy darbas susijes su organizacijos kultira. Remiantis tokia
lyderystés samprata, lyderiai neiSvengiamai priskiriami auk$Ciausiems organizacijos hierarchijos
lygiams, kuriuose svarbiausia pasiekti organizacijos tikslus (Harris, 2011).

Ivairiuose lyderystés apibrézimuose akcentuojamas démesio sutelkimas j grupiy procesus, lyderis
suvokiamas kaip grupés pokyciy bei veiklos centras, jktinijantis grupés valig. Transformaciné lyderysté
apima charizmos atributus, idealizuota jtaka, jkvepiantj motyvavimg, intelektualia stimuliacijg ir
individualizuota démesj (Avolio, Yammarino, 2013). Anot Hargreaves ir Fink (2008), transformaciné

lyderysté kildinama i§ dramatisky charizmatisky lyderiy kaip hierarchinés valdzios atstovy poelgiy.

1.2. Sisteminis poziiiris j lyderyste kaip bendra organizacinj bruoza

Lyderysté yra traktuojama ir kaip sisteminis organizacijos bruozas, apimantis visg sistemg, o ne
vien tik vieno organizacijos nario elgsena. Silingiené (2011) pateikia pastaryjy mety lyderystés kaip
kompetencijos, o ne pavieniy jgiidziy ar savybiy rinkinio traktavimas. Tokio poziirio lauke lyderystés
samprata dar labiau praplec¢iama, t.y. lyderystés kompetencijg imta priskirti organizacijos lygmenyje tiek
vadovui, tiek ir darbuotojui, o kalbant apie individo lygmenj — bet kuriam individui, kuris siekia savo
asmeniniy gyvenimo ir karjeros tiksly. Vertinant tai, kad lyderysté gali buiti apibiidinama kaip
kompetencija, iSkyla asmenybés sgmoningumo dimensijos aktualumas Siame kontekste. Organizacija
pradéta vertinti i§ institucinés perspektyvos, kurioje lyderio funkcija kuriasi ant socialinio teisétumo ir
organizacijos islikimo pagrindo (Harris, 2011).

Kaip teigia Navickait¢ (2012), lyderysté paprastai suvokiama ne vieno asmens, O grupes
pozicijoje, kuomet kiti tiki lyderystés fenomenu ir siekia tg tikéjimga skleisti. Kartu su vadovu sékmingai
dirba ir darbuotojai lyderiai, lyderiaujantys ne tik jstaigoje bei uz jos riby, bet ir skatinantys kitus imtis
geresnés proceso praktikos, jsipareigoti institucijai. Teigiama, kad lyderyst¢ reikia iSplétoti uz
aukScCiausio rango darbuotojy teisés imtis atitinkamy veiksmy riby, suvokiant, kad lyderio vaidmens
organizacijoje gali siekti ir imtis kiekvienas jos narys. Tuo remiantis, reikia suprasti, kad lyderysté veikia
ne tik i§ virSaus ] apacia, t.y. i§ vadovybés pavaldiniams, bet ji turi cirkuliuoti visoje organizacijoje,
keic¢iant lygmenis ir pasireiSkiant tiek aukStesniuose, tiek Zemesniuose organizacijos struktiirose
(Hargreaves, Fink, 2008). Cibulskas, Zydzitnaité (2012) patvirtina, kad pagal dabartine lyderystés
samprata, lyderis jau nebéra tapatinamas su vadovu, juo gali biiti kiekvienas organizacijos narys. Asmens
iniciatyvumas ir atsakomybés prisiémimas yra prsikiriami lyderystés organizacijoje plétros prielaidoms,

tik suvokiant savo veiklos lauka, apibrézta teisés aktais ir Kitais organizacijos veiklg reglamentuojanciais
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dokumentais. Bitent lyderis gali biiti tas asmuo organizacijoje, kuris prisiims atsakomybe¢ uz jstaigos
poky¢ius.

Remiantis Lietuvos pazangos strategija ,,Lietuva 2030“, mums savo turiniu ir intencija
artimiausias Siaurés Europos regiono vadovy poziiiris j lyderyste. Orientacija j Siaurés ir Baltijos
valstybiy regiona neignoruoja $aliy skirtumy ir nekalba apie kultiirine ar istoring priklausomybe Siaurés
valstybiy regionui. Pripazjstamos skirtingos tapatybés ir tradicijos, tafiau pabréziama vertybiné
konvergencija, kurios pagrindas — Siuolaikinés vertybés, neatsiejamos nuo sékmingo gerovés valstybés
gyvavimo (Lietuvos pazangos strategija ,,Lietuva 2030“). Anot Nothouse (2009), Siaurés Europoje
pabréziamos taisyklés, tvarka ir nuoseklumas. Valdzia dalijamasi visuose bendruomenés lygiuose,
vyksta lyderystés sklaida. Taigi, mums artimiausias lyderio siekinys biity aiskig ateities vizijg turintis bei
aktyvumg skatinantis ir tuo paciu savarankiSkas bei diplomatiskas, jkvepiantis ir kitus jtraukiantis ]
sprendimy priémima lyderis.

Navickaité (2012) pazimi, kad vienas svarbiausiy lyderiavimo uZzdaviniy yra susijes su kity
organizacijos nariy energijos didinimu ir vizijy kiirimu. Lyderystéje svarbu remti ir palaikyti Salia
lyderystés bruozus demonstruojanéius asmenis, o jy laiméjimus vertinti kaipsavo, siekiant
pademonstruoti, kad naujai atsirandantys lyderiai néra grésmé jo padéciai. Autor¢ taip pat pabrézia, kad
lyderysté priskiriama socialiniam jgiidziui, atsirandan¢iam nuosekliai lavinantis.

Remiantis prie§ tai iSsakyta mintimi, galima teigti, kad Northouse (2009) mintis apie jgudziy
modelj, kuris buvo sukurtas XX a. deSimtajame deSimtmetyje, iliustruoti efektyviai lyderystei reikalingas
Zinias ir geb¢jimus, yra aktuali Siame kontekste. Teigiama, kad jgudZiy teorija lyderyste aiSkina
veiksmingam lyderiui. Lyderystés gebéjimai jgijami formalaus ar patyriminio mokymosi procesuose.
Igtidziais grindziamg modeli sudaro penki démenys: kompetencija, asmeninés savybes, lyderystés

rezultatai, darbo patyrimai ir aplinkos jtaka (2 pav.).
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ASMENYPES LYDERYSTES
SAVYBES KOMPETENCIA REZULTATAI
Bendrieji paZintiniai
gebéjimai;

Problemu sprendimo

Suformuotieji jgudZiai; Veiksmingas_ problemy
azintiniai cebéiimai: Socialinio vertinimo sprendimas;
b Motyvici jaj- ’ igndZiai; Veiklos rezultatai
Asmenybé Zinios

I T Darbo patirti ” I

Aplinkos jtaka

2 pav. Lyderystés jgiidZiy modelis
Saltinis: Northouse (2009, p. 54).

Prie asmeniniy savybiy, daranciy jtaka lyderio jglidziams ir Zinioms, reikia priskirti bendruosius
pazintinius gebe¢jimus, suformuotus pazintinius geb¢jimus ir motyvacija. Bendruosius paZintinius
geb¢jimus reikia laikyti prigimtiniais ir sieti su asmens intelektinémis galimybémis. Jgiidziy modelio
kontekste pabréziamas intelekto atlickamas teigiamas vaidmuo sprendziant sudétingas situacijas ar
problemas. Suformuoti pazintiniai gebéjimai laikytini intelektiniais gebéjimais, siejami su iSmokimu ir
igijimu per tam tikrg laikg. Remiantis modeliu, galima bity teigti, kad lyderystés jguidziai ugdomi
grindziant procesg tokiais motyvacijos aspektais kaip pasiryZimu spresti sudétingaS organizacijos
problemas, noru dominuoti, atsakomybés uz méginimus didinti organizacijos bendraja zmogiskaja

gerove ir vertg prisiémimu.

1.3. Lyderystés kompetencijos svarba socialinio darbo kontekste

Cizikiené (2020) teigia, kad gerovés valstybés, kurdamos socialinés apsaugos sistema,
Isipareigoja visiems savo pilieCiams uztikrinti tam tikra uzimtumo lygi, pajamas, Svietima, medicinos
priezitra, socialing apsaugg ir biista. Globalizacijos i$Siikiai atneSa pokyciy visuomenéje, o vykstantys
socialiniy transformacijy ir visuomenés modernizavimo procesai, jgydami naujg turinj ir struktirg,
i8ryskina visuomenés ,,peréjima* i§ vienokio kokybinio biivio j kitokj. Spresdamos socialines problemas,
dauguma gerovés valstybiy pasirenka ir jgyvendina stabilig socialinés apsaugos sistema, kurioje
socialines paslaugas teikiancios organizacijos teikia profesionalias paslaugas ir padeda uZtikrinti pilieciy

gerove. Visuomenés transformacijos laikotarpiu socialiniy paslaugy uztikrinimas tampa socialinio
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saugumo garantija, didina socialing visuomenés sanglaudg ir mazina socialing atskirt] bei padeda
asmenims, atsidiirusiems problemingje situacijoje. Reikia, kad kiekviena sistema, tenkinanti visuomengés
poreikius, biity nuolat atnaujinama taip, kad prisitaikyty prie naujy i$sukiy.

Nuolatinis inovatyviy ir efektyviy sprendimy teikti aukstesnés kokybés ir darnias paslaugas
ieskojimas yra socialiniy paslaugy sektoriaus uzduotis, siekiant didinti labiausiai pazeidziamy asmeny
socialing gerove. Pastebimas nuolatinis klientams kylan¢iy problemy ar sunkumy sudétingumo augimas
ar jy pobudzio kaita, kurie kelia didelius i$Siikius socialiniams darbuotojams, kurie tiesiogiai atsakingi
uz tos asmeny grupés socialinius pokycius, jy iniciavima, prieziiirg ir vertinimg, siekiant ilgalaikio
poveikio visai bendruomenei ar visuomenei. Europos Parlamento ir Tarybos rekomendacijose! “Dél
bendryjy visg gyvenimg trunkan¢io mokymosi gebéjimy” nurodomi pilie¢iams svarbiis bendrieji
gebéjimai, tarp kuriy iSskiriami lyderysté, iniciatyvumas ir verslumas.

Suvokiama, kad pagrindinis socialinio darbuotojo siekis yra susijgs su geriausio sprendimo
radimu, siekiant pagerinti j jj besikreipianc¢io kliento gyvenimo kokybe ir jo socialing bei fizing aplinka
su jai budingu kompleksiskumu, bei sprendimo galimybiy paieSka, taikant naujausias mokslo Zinias.
Europos ir Lietuvos §vietimo dokumenty tiksluose (2013) minima viena pagrindiniy kompetencijy yra
lyderystés kompetencija. Profesinés praktikos lauke socialinis darbuotojas turi gebéti lanksciai ir
karybiskai veikti, toleruodamas neapibréztuma ir panaudodamas jj inovacimos jgyvendinti. Remiantis
minétuoju kontekstu, Sie gebéjimai turéty biiti neatsiejama socialinio darbuotojo kompetencijos dalis.

Remiantis Kiaunyte ir Veckiene (2011), socialinis darbas, vykstantis nuolatinémis kaitos
salygomis, iSkelia biitinuma turéti atitinkamas kompetencijas, kurios, beje, nuolat kinta, veikti
socialiniame lauke. Nuolatiné socialinés erdvés kaita skatina poreikio ugdytis socialinio darbuotojo
kompetencijas atsiradimg, nes teikiamy paslaugy kokybé tiesiogiai priklauso nuo socialinio darbuotojo
turimy kompetencijy. Pastaruoju metu ypatingai démesys krypsta | dviejy skirtingy lyderystés ir
verslumo kompetencijy derinimg ir aktualizavimg socialinio darbuotojo veikloje Vadinamoji ,,lyderio
mastysena‘ nattiraliai tapo socialinio darbuotojo profesinés praktikos dalimi: socialinis darbuotojas tapo
atviras pokyc¢iams, geba atpazinti naujas galimybes, rizikuoja, toleruoja klaidas. Tokie elgsenos bruozai
traktuojami kaip esminiai lyderystés kompetencijos elementai. Siame darbe laikomasi nuostatos, kad
lyderystés kompetencija suteikty galimybe socialiniams darbuotojams pereiti nuo reaktyvios pozicijos —

paslaugy organizavimo sudétingose situacijose atsidirusiems zmonéms — | proaktyvigja pozicija,

! Europos Parlamento ir Tarybos rekomendacija dél bendryjy visa gyvenimg trunkanéio mokymosi gebéjimy.
(2006/962/EB). Prieiga per internetg: https://eur-lex.europa.eu/legal-
content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN
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kritiSkai reflektuojant ir kuirybiSkai pasinaudojant patirtimi, ziniomis ir gebéjimais iSvengti sudétingy
situacijy (Fawcett, Hanlon, 2009).

Analizuojant uzsienio autoriy mokslinius darbus pastebima, kad lyderystés reikSme placiai
nagringjo Alter (2007), Martin, Osberg (2007), Ridley, Duff, Bull (2011), Bheemappa (2003), jie
lyderyste traktuodami kaip kiirybiskg ir inovatyvy atsakg aplinkai. Lietuviy mokslininkai Sadauskas,
Lelitigiené ir kt., (2010) analizavo lyderystés kompetencijos elementus kaip sudedamajj socialinio darbo
aspekta, Jaskyté, Kisieliene (2006) pabrézé inovacijy diegima. Gevorgianiené, Fargion (2012) aptaria
lyderystés kompetencijos svarbg socialiniame darbe ir apibudina jos plétotés budus. Jakubavicius,
Strazdiené, Vilys ir kt., (2014) aiskina lyderystg ir jg apibiidinancias sgvokas — lyderysté kaip asmeninés
savybés, lyderysté kaip gebéjimas, lyderysté kaip procesas.

1.4. Lyderystés kompetenciju raiska socialinio darbo paslaugy teikimo procese

Cizikiené (2020) akcentuoja, kad valstybiy visuomenése visada egzistavo socialiné nelygybeé,
jvairios socialinés problemos (tokios kaip skurdas, socialinés ir sveikatos ligos, nusikalstamumas ir kt.)
ir dél jy atsirandantis poreikis padéti silpniesiems, su jvairiomis socialinémis problemomis
susiduriantiems visuomengs nariams. Tod¢él Zzmonés kuria ir tobulina socialinés apsaugos sistemas, ieSko
veiksmingy biidy ir priemoniy, kaip suteikti kuo efektyvesne pagalbg asmeniui, praradusiam geb¢jima
savarankisSkai ir veiksmingai funkcionuoti visuomenés gyvenime, kartu siekta uZztikrinti kiekvieno
visuomenés nario galimybe gauti tam tikra pagalbg ir parama, patenkinancig jo poreikius ir interesus.
Analizuojant socialines paslaugas teikianc¢iy darbuotojy lyderystg biitina atsizvelgti j socialiniy paslaugy
sektoriaus transformacijas, kurios daré¢ jtaka lyderystés kaitai. Lyderystés problematika socialiniy
paslaugy sektoriuje buvo iSkelta 1927 m. Buvo sitiloma nustatyti, kokie reikalavimai keliami darbuotojui,
kokiy geb¢jimy jis privalo turéti, ir buvo sutarta, kad lyderio gebéjimai yra butini ir reikalingi
socialiniame darbe.
prisiimti rizikg bei toleruoti neapibréztuma, veikti apgalvotai ir susitelkti esant labai dviprasmiskoms
aplinkybéms. Teigiama, kad socialiniam darbuotojui tenkancios problemos yra ,,netvarkingos ir sunkiai
apibréziamos*. Socialiniy darbuotojy gebéjimas teikti socialines paslaugas sudétingomis salygomis dera
su kita lyderiui svarbia savybe — gebéjimu toleruoti nesékme. Novatorisky sprendimy priémimui reikia
drasos, nes veiksmy padariniai sunkiis, o daZnai net nenuspéjami. PabréZiant teigiama poziiir] | rizikg

jzvelgiama priestara socialiniy paslaugy teikimo kontekste (Kavaliauskiené, 2010).
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Socialinio darbo veiklos turinj nulemia kylancios ir kintancios problemos visuomengéje, bet vis
tik pagrindinis socialinio darbuotojo tikslas — padéti nesavarankiskiems visuomenés nariams, mazinti
socialing atskirtj bei galvoti apie taupy iStekliy naudojimg ir ribotus isteklius (Semionoviené, 2014).
Biitent, todé¢l socialinis darbas pasizymi itin placiu savo veiklos aspektu, vienijantis institucijy ir
nevyriausybiniy organizacijy veikla, atliepiancig gyventojy poreikius, aprépiantis jvairias klienty grupes,
tad lyderysté yra labai reikSminga socialinio darbuotojo veikloje, isrySkinant komandinio darbo
gebéjimus (Savukynaité, 2008).

Socialinio darbo objektas yra Zzmogus, kuriam teikiant visapusiSkg pagalbg reikalingas jvairiy
specialisty komandinis darbas, labai retai socialinio darbo komanda sudaro vien socialiniai darbuotojai,
priesingu atveju socialinio darbuotojo pagalba zmonéms taps neefektyvi ir neproduktyvi (Rimdeikiené,
Ciuberkiené, 2005). LR Socialiniy paslaugy jstatyme? nurodoma, kad pagrindinis socialiniy paslaugy
tikslas yra sudaryti saglygas asmeniui ar Seimai ugdyti ir stiprinti gebéjimus bei galimybes savarankiSkai
spresti savo socialines problemas, palaikyti socialinius rySius su visuomene, padéti jveikti socialing
atskirtj, todél pagal savo darbo specifika socialinis darbuotojas teikdamas socialing paramg asmenims
taiko individualy ir grupinj socialinio darbo metodus. Vienu ar kitu atveju socialinio darbuotojo sékmé
dirbant su asmenimis priklauso nuo geb¢jimo bendrauti, suprasti asmenj ir jvertinti aplinkos poveik],
organizuojant reikiama pagalba, todél socialiniam darbuotojui svarbu Zinoti, kaip suburti Zmones i
grupes, kaip tapti komanda, kaip joje kuriami tarpusavio santykiai ir sprendziami problemos sprendimo
budai (Vaicekauskiené, 2001).

Socialiniai darbuotojai nuolat jtraukiami j planavimo veiklas, organizuojant ir koordinuojant
socialines paslaugas, o tai reikalauja gebéti sukurti pasitikéjimu gristus santykius su kitais specialistais
(Adomaitiené, Bal¢itiniené, 2017). Lietuvos socialiniy darbuotojy etikos kodekse® nurodoma, kad
socialinis darbuotojas bendradarbiauja su kitais socialiniais darbuotojais ir kity sri¢iy specialistais ir
organizacijomis, vadinasi, sprendZiant klienty socialines problemas sutelkiamos jvairios specialisty
pajégos, apjungiant j komanding veikla. Komandinéje specialisty veikloje geriausiai iSrySkéja socialinio
darbuotojo lyderysté (Vaicekauskiené, Janktniené, 2009), priklausanti nuo socialinio darbuotojo
atliekamy funkcijy, institucijos kurioje dirba, teikiamy paslaugy, pagalbos procese dalyvaujanciy zmoniy
nuostaty ir likesciy.

Socialinis darbuotojas teikia socialines paslaugas asmenims tam, kad biity pagerintas individo

gyvenimas, padeda atkurti santykius su jj supancia aplinka ir jsitraukti j visuomeninj, kultiirinj gyvenima

2 LR Socialiniy paslaugy jstatymas, patvirtintas Lietuvos Respublikos seimo 2006 m. sausio 19 d. jsakymu Nr. X-493.
3 Lietuvos Socialiniy darbuotojy etikos kodeksas, patvirtintas Lietuvos socialiniy darbuotojy suvaziavime 2017 m. geguzés
26 d.
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(Vietriniené, 2014). Socialinis darbas neapsiriboja vien tik darbuotojo ir kliento sgveika, komandoje
reikalingi ir kitos srities specialistai vykdant pagalbos proces3. Gebé¢jimas veiksmingai bendrauti su
klientu, kolegomis, organizacijomis, institucijomis ir bendruomene leidzia lengviau keistis
informaciniais, ZmogiSkaisiais, materialiniais bei finansiniais iStekliais, reikalingais socialinio darbo
procesui ir siejamas su lyderystés raiska (Staniuliené, 2012). Socialinis darbuotojas siekia sudaryti
salygas, pozityviai individy raiskai, plésdamas socialinj tinklg, teikiant socialines paslaugas. LR
Socialiniy paslaugy jstatyme* nurodoma, kad socialiniy paslaugy valdymas, apima socialiniy paslaugy
planavimg, organizavimg, kompetencijos pasiskirstymg ir socialiniy paslaugy kokybés vertinima,
priezitrg bei kontrole valstybés ir vietos savivaldos lygmenimis, todé¢l galima teigti, kad komandinio
darbo principas, grjstas lyderiavimu, socialiniame darbe vyksta nuolatos.

Socialinés paslaugos teikiamos atsizvelgiant j individualius asmens poreikius ir nuolat vertinant
ju veiksminguma, todé¢l, anot Albrithen ir Yalli (2015) pagalbos suteikimo procese reikSmingas
specialisty bendravimas ir bendradarbiavimas bei tarpusavio veiksmy suderinimas tarp komandos nariy.
Bendradarbiavimas kaip aiSkios lyderystés raiSkos elementas i§ tiesy yra bendravimas apimantis
démesinguma, informacijos apsikeitimg, kalb¢jima, klausyma, diskutavimg, problemy iskélima,
tarpusavio konflikty spendima ir kt. Informacijos apsikeitimas suteikia pagrinda veikti, tuo paciu kuriami
lygiaverciai tarpusavio santykiai, kurie papildo vienas kita savo ziniomis, gebé&jimais ir jgiidZiais
(Reinikoviené, 2008). LR Socialiniy paslaugy jstatyme® nurodoma, kad socialiniy paslaugy valdymas,
skyrimas ir teikimas remiasi asmens, Seimos, bendruomenés, organizacijy, ginan¢iy Zmoniy socialiniy
grupiy interesus ir teises, socialiniy paslaugy jstaigy, savivaldybés ir valstybés institucijy
bendradarbiavimu bei tarpusavio pagalba. Todél bendradarbiavima galima jvardinti, kaip ypatingai
reikSmingg ne tik komandoje, bet ir tarp institucijy, organizacijy, ar net valstybiy (UZkuraityte, 2013).
Pagrindinés socialinio darbuotojo teikiamos paslaugos yra informavimas ir konsultavimas, tad
bendravimas ir bendradarbiavimas su klientais ir komandos nariais salygoja veiklos procesg ir pereina j
tarpdisciplinini komandinj darbg. Bendradarbiavimas pripaZjstamas kaip svarbus komandos procesy
komponentas ir tampa esmine strategija siekiant bendro tikslo, kurio metu kuriami socialiniai santykiai
(Bagdonova, Veckiene, 2009).

Nancarrow, Booth, Ariss, Smith, Enderby, Roots, (2013) iSskyré pagrindinius lyderystés
principus kaip: tarpasmeninis bendravimas, pasitikéjimas vienas kitu, bendra atsakomybe¢, pagarba ir

parama komandos nariams. Bendravimo ir bendradarbiavimo reikSme neabejojama sickiant bendro

4 LR socialiniy paslaugy jstatymas, patvirtintas Lietuvos Respublikos seimo 2006 m. sausio 19 d. jsakymu Nr. X-493.
5 LR socialiniy paslaugy jstatymas, patvirtintas Lietuvos Respublikos seimo 2006 m. sausio 19 d. jsakymu Nr. X-493.
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tikslo, taciau kartais pasitaiko ir konflikty, kuriuos komanda taréty ne slopinti, o i$spresti (Rimsiené,
2006). Bendradarbiavimas komandos nariams suteikia galimybe pasiskirstyti atsakomybe, iSvengti
funkcijy dubliavimo, uztikrina skaidrig informacijos cirkuliacijg tarp kity institucijy ir partneriy, gerina
tarpusavio rysius ir santykius (Raisiené, 2005). Sklandus bendradarbiavimus jvyksta, kai visi komandos
nariai vadovaujasi bendrais interesais, Siam poziiiriui taip pat pritaria UZkuraityt¢ (2013) pridurdama,
kad bendradarbiaudami Zzmonés siekia bendry tiksly, priima bendrus sprendimus, kurie padeda ne tik
tikslui pasiekti, bet ir leidzia pazinti save ir kitus, iSmoko jsiklausyti ir gebéti tinkamai reaguoti i
nesékmes. Kity autoriy tyrimai rodo, kad komandoje bendradarbiaudami tarpusavyje, nariai sustiprina
pasitikéjimg ir gerbia vienas kitg, o tai leidzia nedaryti klaidy. Vis tik, net iSkilus konfliktams tarp
komandos nariy, reikalingas ziniy ir jgiidziy apsikeitimas tarpusavyje, norint pasiekti sékminga
bendradarbiavimg (Northen, Kurland, 2001).

Teikiant socialines paslaugas klientui, reikalinga tarpusavio pagalba tarp komandos nariy, kuriai
reik§mingas yra komunikavimas komandoje, informacijos valdymas ir perdavimas (Salkauskiené,
Vveinhardt, 2008). Daugelis autoriy sutinka, kad bendradarbiavimas ir tarpusavio pagalba labai panasiai
pasireiskia komandiniame darbe (Robbins, 2003; Salkauskiené, Vveinhardt, 2008; Grazulis, 2014;
Seilius ir Simanskiené 2008; Lipinskien¢, 2011). Grazulis (2014) nurodo, kad efektyvi tarpusavio
pagalba komandoje vyksta, kai komandos nariy tarpusavio santykiai yra draugiski, nesiekia asmeninés
naudos savo kolegy saskaita, tuomet komandos nariai pasitiki vienas kitu, geranoriSkai sitilo, priima ir
net papraso pagalbos. Seilius ir Simanskiené (2008), teigia, kad komandos nariai siekdami bendro tikslo,
tikisi sulaukti pagalbos i§ kity komandos nariy.

Komandos darbe akcentuotinas vaidmuo tenka lyderiui, nuo kurio priklauso darbo sékmé
komandoje. Lyderiavimo esmé komandoje yra darbas komandos labui, nepriklausomai nuo komandos
vaidmens ir vykdomy funkcijy, pasireiskia, kai lyderis ryztingai elgiasi ir jkvepia kitus komandos narius
siekiant bendro tikslo (Robbins, 2003). Komandos lyderis palaiko glaudzius ir draugiskus santykius tarp
komandos nariy, teisingai priima ir paskleidZia informacijg, reaguoja j pokycius vykstancius komandoje.
Seilius ir Simanskien¢ (2008) pazymi, kad komandoje vadovavimas vyksta ne liepimo, o tarpusavio
susitarimo principu, tai neabejotinai atskleidZia pasitikéjimg komandoje. Kiekvienas komandos narys
atsakingas uz savo funkcijas, todél jvairiuose situacijose lyderio pozicija gali uzimti vis kitas komandos
narys (Lipinskiené, 2011). Kitaip tariant lyderystés principas individualiu lygmeniu pasireiSkia nuo
asmenybes tipo ir gebéjimo dalyvauti pagalbos procese, siiilant savo idéjas ir vizijas, jtraukiant kitus
komandos narius j bendro tikslo siekimg (Peters, 2017). Socialinis darbuotojas laikomas pagrindinis

socialiniy paslaugy organizatorius ir koordinatorius, tad daznai pats imasi vadovavimo ir priima
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sprendimus kliento gerovei uztikrinti, jtraukdamas visus komandos narius ] pagalbos procesa
(Pilipaviciene, 2006).

LR socialiniy darbuotojy ir socialiniy darbuotojy padéjéjy kvalifikaciniuose reikalavimuose®
nurodoma, kad socialinis darbuotojas, planuodamas socialines paslaugas asmeniui, S$eimai ar
bendruomenei, turi gebéti telkti jstaigos, jmones, organizacijos, kurioje jis dirba, specialisty komandag
asmens Seimos ar bendruomenés socialinéms problemoms spresti ir pagalbai joms teikti, todél pagalbos
procese komandai reikalingas tikslas, kurj uzsibrézia komanda. Lyderystés svarba iSryskéja, kai reikia
priimti jvairiausius sprendimus ir spresti problemas, tikslingas tikslas sutelkia komandos narius dirbti
komandos ir klienty labui. Lyderysté sukuria aplinkg bendradarbiauti su kitais specialistais sieckiant
bendro tikslo, todél informacijos apsikeitimas, pasitikéjimas vienas kitu, tolerancija vienas kitam ir
tarpusavio pagalba padeda pasiekti gery veiklos rezultaty (Franklin ir kt., 2015). Rimdeikiené ir
Ciuberkiené (2005), aptardamos lyderysté svarba, teigia, kad bendras komandos tikslas jgyvendinamas
tada, kai yra visos komandos nariy jsitraukimas j produktyvy rezultata, gebama valdyti konfliktus,
prisiimama individuali ir visos komandos atsakomybé. Taip pat pazymi auk$ta komandos nariy
motyvacijg, kai jgyvendinami bendri tikslai, nes aukS$tus rezultatus duodancios komandos vykdo
nustatytas uzduotis, moka spresti problemas, jy nariai patenkinti tarpasmeniniais santykiais. Informacijos
dalijimasis ir bendradarbiavimas padeda pasiekti bendrg tikslg komandoje, todél komandos nariai padeda

Galima teigti, kad sékminga lyderystés raiSka yra glaudziai susijusi su socialinés sanglaudos
vystymusi bendruomen¢je. Bendruomenés nariy dalyvavimas ir jsitraukimas i socialiniy paslaugy
sektoriy savanoriSkoje veikloje yra biitini veiksniai, skatinantys ir didinantys asmeny socialinj, pilietinj
ir ekonominj aktyvumg, kuris grindZiamas bendruomenés nariy tarpusavio santykiy supratimu,
bendromis vertybémis ir tikslais. Taigi socialines paslaugas teikianc¢iy darbuotojy lyderysté turi apimti
socialinés sanglaudos koncepcija, kuri apibréziama kaip aplinkos salygy sudarymas. Pagal Sia
koncepcija, asmenys, grupés, bendruomenés turi noréti pasitikéti ir bendradarbiauti siekdami bendry
tiksly, suteikti parama ir pagalbg bei padéti spresti problemas, o glaudZios socialinés sanglaudos
vystymosi bei iSorinés ir vidinés aplinkos sasajos galéty padéti spresti socialinés atskirties problemas,

iSkylancias visuomengje ir bendruomenéje.

8 LR Socialiniy darbuotojy ir socialiniy darbuotojy padéjéjy kvalifikaciniai reikalavimai, patvirtintas Lietuvos Respublikos
socialinés apsaugos ir darbo ministro 2006 m. balandZzio 5 d. jsakymu Nr. A1-92.
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1.5. Ukrainos situacijos analizé lyderystés ir socialiniy paslaugy teikimo kontekste

Nuo 1991 m. Ukraina per¢jo nuo centralizuotai planuojamos ekonomikos prie j rinkg orientuotos
ekonomikos. Tai buvo laikas, kai Salis iSgyveno sistemos krize: sustipréjo daugybé politiniy,
ekonominiy, socialiniy ir kultiriniy problemy ir staiga tapo neatidéliotinos. Soviety Sgjungos zlugimas
ir po to zlugusi valstybés ekonomika léme prekiy ir maisto trukumg ir sukelé tokias socialines problemas
kaip nedarbas, emigracija, benamysté ir skurdas. Ukrainoje jvyko dideliy politiniy ir socialiniy poky¢iy,
kuriuos lydéjo dramatiSkas nepilnameciy nusikalstamumo, piktnaudziavimo narkotikais ir alkoholiu,
psichikos sveikatos problemy ir ZIV/AIDS epidemijy augimas. Tarpusavyje susije sunkumai ir
problemos laikui bégant susikaupé ir paastréjo, todél padaugéjo zmoniy, kuriems reikia socialinés
apsaugos ir paramos. Ekonomikos nuosmukis ir did¢jantis skurdas 1émé didesnj asmeny, ieSkanciy
socialinés pagalbos, srauta (Semigina, Boyko, 2014).

Socialiniy paslaugy ir socialinés atskirties problemas dar labiau paaStrino vieSyjy iStekliy
trikumas ir susiskaidgs administraciniy, valdymo ir finansiniy iStekliy pobiidis. Ukrainos ir kity
posovietiniy Saliy politinis, ekonominis ir socialinis vystymasis rodo, kad zlugus SSRS atsirado tam
tikras politiniy rezimy testinumas. Kai kurios Salys (Latvija, Estija, Lietuva) buvo orientuotos i
integracija 1 Europos Sgjungg ir demokratiniy vertybiy igyvendinima, o kitos (pvz., Rusija, Uzbekistanas
ir kitos) iSsaugojo autoritaring politing sistemg. Ukraina yra kazkur $io spektro viduryje (Polyshuk,
2003).

Per 20 Ukrainos nepriklausomybés mety vietos politiniam, ekonominiam ir socialiniam
kontekstui, kuris daro didelj poveiki socialiniam darbui ir socialiniam $vietimui, buvo biidinga:

e Elitizmas politiniame ir socialiniame gyvenime (1997 m. priimta Konstitucija skelbia
Ukraing gerovés valstybe; taciau gyvenimo lygis yra labai Zemas, i§saugota socialistinio
stiliaus privilegijy sistema elitinéms grupéms);

e Politiniy veiksmy sanglaudos stoka (gerovés paslaugy ir aukstojo mokslo reformos buvo
paskelbtos ir priimtos jstatymais, bet jos nebuvo jgyvendintos);

e Socialin¢ stratifikacija (dabartiné padétis pasizymi didele ekonomine nelygybe, prastu
atlyginimu valstybés tarnybose dirbantiems asmenims, jskaitant socialinius darbuotojus,
butinybe mokeéti i$ kiSenés uz oficialiai nemokamas paslaugas — medicing ir Svietima;

e Dyvilypiu valstybinio paternalizmo deriniu (siekiant valstybés reguliuoti visas visuomenes

sritis) ir neoliberalizacija, jskaitant tarptautiniy korporacijy veiklos plétra;
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e Dvilype ir ribota tarptautiniy normy ir veikéjy jtaka (Ukrainoje priimtos didelés
tarptautinés konvencijos, pvz., Vaiko teisiy konvencija, JT nejgaliyjy teisiy konvencija,
taiau jos nebuvo jgyvendintos; tarptautinés organizacijos teikia didziule finansing
parama Ukrainos vyriausybei; taciau jos turi minimaly poveikj politinéms tradicijoms
Salyje, kurioje giliai jsiSaknijusi korupcija);

e Socialistine politiné retorika (valdzia Salyje priklauso turtingoms elito grupéms,
naudojanc¢ioms populistinius pareiSkimus). Nesiekiama padéti vargsams; teikti socialines
garantijas ir uztikrinti socialing lygybe. Politiniais veiksmais siekiama paremti turtingy
grupiy padétj, o ne gerovés programy plétojima (Korzun, 2012).

Nuo 2010 m. Ukrainoje ,,uzdaromos* demokratinés vertybés ir pilietinés visuomenés plétra.
Pastaryjy keleriy mety regresijos tendencija rodo tolesnj biurokratijos sistemos i§saugojima ir autoritarinj
valdyma daugelyje sriCiy, iskaitant medicing, Svietimg ir socialinj darbg. Ukrainos politiné padétis tapo
panasi | Lotyny Amerikos kapitalizma — oligarchinj ir priklausoma nuo globos i$ aukstesnés klasés. Nors
didziulés socialinés problemos reikalauja socialinio darbo ir socialinio darbo specialisty rengimo plétros,

VW —

visuomenés ir politinis kontekstas yra didelis i$stikis tokiam vystymuisi (Semigina, Boyko, 2014).

kuri taip pat svarbus Ukrainos kontekstui. Konkreti Ukrainos padétis yra ta, kad socialinio darbo plétra
nebuvo pradéta nuo "nulinio" tasko. Ukraina, kaip ir kitos Salys (Rusija, Gruzija, Latvija, Lietuva ir
kitos), i§ SSRS paveldéjo socialiniy institucijy tinkla, kuriame nebuvo socialiniy darbuotojy ir kurios
buvo jsteigtos remiantis socialinés patologijos ideologine perspektyva. Vyraujantis bendras pozilris }
socialiniy klausimy sprendimas taip pat buvo paveldétas, suprantant, kad jie turéty biiti sprendZiami
panasiai kaip medicinos klausimai arba tie klausimai, kuriems turéty buti taikomas socialinés kontrolés
metodas. Sovietmeciu socialinés paramos sistema buvo auginama biurokratams.

Esami socialiniai klausimai arba visai nebuvo sprendziami, arba buvo ignoruojami ideologiniais
pagrindais. Visuomenés socialinés geroves sistemai, sukurtai triikstant labdaros organizacijy, buvo
budinga itin ribota socialiné parama su minimaliomis socialinémis garantijomis (Semigina, 2005).

1991 m. buvo suorganizuotos pirmosios vieSosios socialinés paslaugos jaunimui, siekiant
uztikrinti teigiama jaunimo socializacija. Sios socialinés paslaugos skirtos nejgaliems vaikams, problemy
turin¢ioms jaunoms Seimoms ir jaunimo bendruomeniy ligy prevencijai. Darbuotojy skaicius buvo
nepakankamas, ir daugeliu atvejy jie turéjo nedidelj vieSajj finansavima, dél kurio kilo sunkumy vykdant
visavertes programas, skirtas socialiai pazeidziamy vaiky ir Seimy grupiy socialiniam prisitaikymui ir

reabilitacijai. NVO veikly, kuriomis teikiamos socialinés paslaugos ir savipagalba jvairioms asmeny

25



grupéms (nejgaliy vaiky ir jy tévy kluby ir dienos centry organizacijos, psichikos sveikatos problemy
turintys zmonés, narkotiky vartotojai ir jy $eimos bei ZIV uZzsikréte zmongs), plétojimas jrodo galimus
busimus pokycius, o kai kurios naujos socialinio darbo koncepcijos buvo jvestos | konteksta (pvz.,
globos, seimos konferencijos ir t. t.) ir yra teisiSkai privalomos (Semigina, Boyko, 2014).

Nepaisant esamy novatorisky socialiniy paslaugy, vieSyjy socialiniy paslaugy sistema
neabejotinai reikalauja tolesnés organizacings, teisinés ir personalo plétros. Pagrindiniai i$Sukiai, su
kuriais susiduria vie$oji socialiniy paslaugy sistema, yra $ie: jos fragmentiska struktiira, mazas paslaugy
teikimo konkreCioms klienty grupéms testinumas. Vis dar svarbu reformuoti socialing priezitirg, kuri
spres deinstitucionalizavimo ir bendruomeniniy socialinés paslaugy modeliy jdiegimo klausima
(Semigina, Gryga, Volgina, 2005). Nauji socialinio darbo metodai daznai priimami bendradarbiaujant
tarptautiniu mastu ir juos remia tarptautiniai donorai.

Paprastai Sie poky¢ciai yra jsiSaknij¢ sisteminiuose socialinio darbo modeliuose, ir daugeliu atvejy
jie néra konsoliduojami, kad buty galima tvariai keisti praktika. Institucinés salygos, ypa¢ vieSyjy
paslaugy srityje, riboja socialiniy paslaugy darbuotojy iniciatyva, nes jie turi atlikti daugiausia funkcines
pareigas pagal paternalisting minties ir veiksmy sistemg. Taigi nuo 1990-yjy Ukrainoje vyko struktiirinis
socialiniy paslaugy vystymasis, taciau Sios paslaugos vis dar toli grazu néra diskriminaciné Siuolaikinio
profesinio socialinio darbo ideologija ir daugiausia turi personala, neturintj socialinio darbo i$silavinimo;

be to, jie nejzvelgiamas tokio personalo poreikis (Zhylinkova, 2009).
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2. LYDERYSTES KOMPETENCIJOS RAISKOS SOCIALINIO DARBUOTOJO
VEIKLOS SU NEIGALIAISIAIS KONTEKSTE TYRIMAS
2.1. Tyrimo metodologija, metodika ir organizavimas

Zydzinnaités, Sabaliausko (2017) teigimu, socialinio pasaulio realybé yra viena, bet
metodologijos, susijusios su kiekybiniais ir kokybiniais tyrimais, skiriasi. Kiekybinis tyrimas skatina
tyréja atskleisti savybes, sasajas, rysius ir kitus populiacijos bruozus, vadovaujantis gausios skaitmeninés
informacijos matavimu. Pagrindiné Kiekybinio tyrimo paskirtis — statistiSkai pagrjsti objekto esminius
pozymius, rei$kiniy priezastinius rySius, jo funkcionavimo veiksnius. Juo siekiama apibendrinamyjy
vertinimy, stengiamasi isskirti tipiskas savybes, bandoma identifikuoti konkrecius bruozus, taikytinus
didesnei populiacijos daliai.

Pirmame tyrimo etape buvo taikomas teorinés analizés (Siekiant atskleisti lyderystés apibréztj,
lyderystés kompetencijos sudedamasias dalis, lyderystés kompetencijos raiSkos socialiniame darbe
komponentus) metodas. Kardelis (2016) pabrézia, kad teoriné darbo dalis suteikia tyrimui kontekstg ir
parodo jo svarba. Zydzianaité (2008) nurodo, kad §io metodo taikymas sudaro salygas plagiau pazvelgti
1 tyrimo objekta, problemos aktualumg bei didinti duomeny aiskumg. Pasak Kardelio (2016), teoringje
analizéje siekiama apraSyti pasirinktos tyrimo srities padéti, Siuo metodu analizuojami atrinkti esminiai
leidiniai, susij¢ su nagrinéjama sritimi, bei pagrindiniai jau atlikty tyrimy rezultatai. Atlikus teorine
reiskinio (lyderystés kompetencijos raiSkos) analize¢ buvo sudarytas tyrimo objekto teorinis-hipotetinis
modelis (Zr. priedg Nr. 1).

Antrame tyrimo etape, remiantis parengtu tyrimo objekto teoriniu-hipotetiniu modeliu, t.y.
18skyrus tyrimo srit] sudarancias dimensijas ir kintamuosius, buvo parengtas tyrimo instrumentas (Zr.
prieda Nr. 2). Kaffemanienés (2006) ir Luobikienés (2000) nuomone, klausimynas (anketa) yra klausimy
visuma, kuri sudaryta siekiant istirti kokj nors socialinj reiskinj ar procesg. Anketiné apklausa kaip
metodas suteikia tiriamiems asmenims galimybe iSreiksti savo pozicija, atsakant j klausimus ar vertinant
tam tikrus teiginius. Anketa sudaryta remiantis Goldberg (1999; cit. Northouse, 2009), Silingienés
(2011), Melnikovos (2012), Lambert (2011), Casey, Simon, Graham (2020), Cizikienés (2020),
Petukienés, Tijunaitienés, Raipos (2014), Balevi¢ienés ir Urbanovi¢ (2012) mokslininky darbais. Tyrimo
duomeny rinkimo instrumentas (anketa) sudarytas i instrukcinés / motyvacinés, sociodemografings ir
diagnostinés daliy:

1. Instrukcinéje / motyvacinéje dalyje trumpai apibiidintas tyrimo tikslas, akcentuotas anketos

anonimiSkumas, padékota uz bendradarbiavima.
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2. Sociodemografiniy kintamyjy bloka sudaro klausimai apie respondenty lytj, amziy, kvalifikacija,
socialinio darbo staza, jstaigos, kurioje dirba, tip3.

3. Diagnostiniy kintamyjy bloka sudaro uzdaro tipo anketos klausimai. Tyrimo instrumento
struktiira: asmeninés socialiniy darbuotojy lyderystés savybés (42 teiginiai), asmeniné socialiniy
darbuotojy lyderystés raiska (12 teiginiy), lyderystés raiSkos tikslingumas socialiniy paslaugy
teikime (21 teiginys).

Treciame tyrimo etape taikomi empiriniy duomeny rinkimo ir apdorojimo metodai. Tyrimo
duomenims rinkti taikomas kiekybinés anketinés apklausos, naudojant parengta klausimyna (siekiant
nustatyti socialiniy darbuotojy, dirban¢iy su nejgaliaisiais, lyderystés kompetencijos raiska), metodas.
Pasak Gaizauskaités, Mikénés (2014), Siame tyrime svarbu aprasyti tai, kas objektyvu, realu ir bandyti
patvirtinti ar paneigti esamg fakta. Tai pats populiariausias socialiniy tyrimy biidas, vienas operatyviausiy
pirminés sociologinio pobudzio informacijos gavimo budy (Kardelis, 2016). Valackienés ir Mikénés
(2008) teigimu, Siuo tyrimo metodu gauti duomenys apdorojami statistiniais metodais ir pateikiami
kiekybine iSraiSka. Analizuojant duomenis buvo taikyta statistiné aprasomoji analizé. Gautiems tyrimo
duomenims apdoroti, sisteminti bei vaizduoti grafiskai buvo naudotos statistikos SPSS programos paketo
(skai¢iuojant vidurkius, procentus, daznius), Windows MS Word ir Windows MS Excel programos.
Statistiné duomeny analizé apibudinama kaip duomeny apdorojimo metodas, kurio metu atliekami
statistiniai skaiCiavimai. Tai statistiniy reiSkinio charakteristiky vertinimas. Apklausus tiriamuosius,
gauti duomenys apdorojami, panaudojant vieng labiausiai naudojamg statistinés informacijos apdorojimo
programinj paketg. Tyrimo duomeny analizé atlickama, taikant apraSomosios statistikos metodus
(Creswell, 2014; Leonavicien¢, 2007).

Tyrimas buvo vykdytas 2020 m. geguzés — rugs€¢jo ménesiais. Duomeny rinkimas (el. pastu ir
gyvai, perduodant ir susirenkant spausdintas anketas) uztruko ilgai, nes ne j visus kvietimus uzpildyti
anketas buvo atsiliepta. Creswell (2014) isskyré kelis esminius etinius mokslinio tyrimo organizavimo ir
vykdymo principus, kuriy Siame darbe buvo laikomasi. Pirmiausiai, tyrimo dalyviai turi dalyvauti tyrime
savanoriSkai, taip pat tyrimo autorius prie§ vykdydamas anketing apklausg turéjo informuoti tyrimo
dalyvius apie tyrimo esmg ir gauty rezultaty reikSme, 1$laikyti konfidencialumga tiek asmeny, dalyvavusiy
tyrime, tiek ir gauty rezultaty atzvilgiu, vykdant tyrimg vadovautis pagarbos tyrimo dalyviams ir jy
orumo i§laikymo principais. Zydzitnaité, Sabaliauskas (2017) i$skiria $iuos mokslinio tyrimo etikos
principus, kurie taip pat buvo realizuoti vykdant tyrimg: pagarbos asmens privatumui principas;
konfidencialumo ir anonimiskumo principas; geranoriskumo ir nusiteikimo nekenkti tiriamam asmeniui

principas; teisingumo principas.
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Tyrime bus remiamasi pozitriu, kad tyrimo tikslas ir hipotezés yra orientyrai, kurie lemia
sprendimus, susijusius su tyrimo dalyviy atranka. Remiantis jais svarstoma, kokia tiksliné populiacija
tinkamiausia ir informatyviausia (Kardelis, 2016). Remiantis autoriaus mintimis, planuojama, kad
kiekybingje anketinéje apklausoje dalyvaus tiksline tiriamyjy grupe — socialines paslaugas nejgaliems

asmenims teikianciy jstaigy socialiniai darbuotojai.

2.2. Tyrimo imties charakteristika

Sociodemografiniy duomeny rinkimo tikslas — i$siaiSkinti tyrime dalyvavusiy asmeny
respondenty lytj, amziy, kvalifikacing kategorija, socialinio darbo staza, jstaigos, kurioje jie dirba tipg.

Viso tyrime dalyvavo 93 socialiniai darbuotojai, teikiantys socialines paslaugas nejgaliems
asmenims. Apklausa vykdyta, taikant sniego gnitiztés atrankos metoda, kai tyrimo dalyviai nurodydavo,
kur galima rasti dar tyrimo dalyviy, kurie dirba su nejgaliaisiais asmenimis. Tyrimo duomeny analizé
atskleidé, kad moterys vykdytame tyrime sudaro didzigja socialines paslaugas teikian¢iy socialiniy
darbuotojy personalo dalj. Tyrime dalyvavo 13 vyry, tai sudaro beveik 14 proc. tyrime dalyvavusiy
socialiniy darbuotojy, tuo tarpu motery — 80 (84 proc.). Tyrimo duomenys atitinka realig Lietuvos
socialiniy darbuotojy pasiskirstymo pagal lytj situacija. Didzioji dauguma socialines paslaugas teikianciy
specialisty yra moterys, o socialinio darbuotojo iSsilavinimg taip pat gauna 9 i§ 10 atvejy moteriSkos
lyties atstovy.

Pagal amziy respondenty pasiskirstymas buvo toks: dauguma tyrimo dalyviy yra i§ 46-55 mety
amziaus asmeny grupés (beveik 40 proc.). Maziausia respondenty grupé — jauniausi socialiniai
darbuotojai (iki 25 mety amziaus), atitinkamai 2,1 proc.

Dauguma tyrime dalyvavusiy asmeny turi socialinio darbuotojo kvalifikacing kategorijg (83,9
proc.). Vykdyto tyrimo respondenty tarpe tik 2 asmenys turéjo socialinio darbuotojo eksperto
kvalifikacing kategorija.

Beveik visi tyrime dalyvave respondentai dirba biudZetinése socialines paslaugas nejgaliesiems
teikianCiose jstaigose (89,2 proc.) ir tik deSimtadalis — vieSosiose jstaigose, t.y. nevyriausybiniame

sektoriuje.
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2.3. Socialiniy darbuotojy lyderystés rai§ka veiklos su nejgaliaisiais kontekste: tyrimo rezultatai

ir ju analizé

Siekiant istirti socialiniy darbuotojy, teikianciy socialines paslaugas negalig turintiems asmenimes,
lyderystés savybes ir polinkj lyderiauti, buvo pateikti 42 teiginiai su atsakymy pasirinkimais pagal
Likerto skale: ,,visiskai sutinku®, ,,sutinku®, ,,i§ dalies sutinku®, ,,nesutinku®, ,,visiskai nesutinku®, kurie
rodo tiriamojo pritarimo teiginiui laipsnj. Atitinkamai pritarimo teiginiui laipsnis vertintas 5, 4, 3, 2 ir 1
balu (kur 5 — ,,visiSkai sutinku®“, o 1 — ,,visiS8kai nesutinku®). Lyderystés savybés teoriniu pagrindu
priskiriamos lyderystés savybiy grupéms, kuriy iSskirta 9-i0s, kurios, remiantis lyderystés bruozais ir jy
iSraiSka, pavadintos ekstraversija, patirties sklaida, jtaka, atvirumas naujovéms, kolegiskumas,
ryztingumas, sqgmoningumas, pasitikéjimas savimi, socialumas. Tyrimo rezultatai pateikiami 5-13
lentelése.

5 lenteléje pateikiami socialiniams darbuotojams budingy lyderystés bruozy ir jy iSraiSky,

susijusiy su ekstraversija, rezultatai.

5 lentele

Socialiniy darbuotojy lyderystei buidingos ekstraversijos savybés (N=93)
Lyderio savybiu . e Vidurkis*

e Lyderio savybés (pirminiai teiginiai) (M)
Man budingas geras vieSas kalbéjimas 4,32
Esu komunikabilus 4,01
. Man budingas iniciatyvumas 3,69
Bkstraversija 1= ¢ rybiskas 3,22
Meégstu lyderiauti 3,02
Daznai esu charakterizuojamas kaip originali asmenybé 2,78

*Respondentai turéjo galimybé pasirinkti vieng i§ Siy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4, IS dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.

Tyrimo dalyviai itin akcentavo tokias lyderio savybes, buidingas ekstraversijai, kaip gerg viesg
kalbéjimg, komunikabilumg ar iniciatyvumg. Cibulskas ir Zydzianaité (2012) ypatingai akcentuoja
bendravimg ir iniciatyvuma kaip kiekvieno organizacijos lyderio savybes, kurios padeda siekti geresnio
procesy organizavimo, paremto prisiimta atsakomybe ir aiSkiomis vertybémis.

Remiantis Sparks ir O°‘Connor (2020), ekstravertai yra labiau linke nei intravertai atsiskleisti kaip
lyderiai, taciau mazai Zinoma apie aiSky elgesj, kuris sukelia tokj pranasumg ir kg intravertai gali
padaryti, kad jveikty savo santykinj trikumg. Autoriy atliktas tyrimas parodé atsirandant] ekstraverty
lyderiy pranasuma bei kad ekstraversija buvo palanki besiformuojan¢io vadovavimo priezastis, kai tiek

ekstravertai, tiek intravertai atsiskleidzia kaip lyderiai, kai jiems nurodoma veikti ekstravertais.
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6 lentel¢je pateikiami socialiniams darbuotojams biidingy lyderystés bruozy ir jy israisky,

susijusiy su lyderystés sklaida, rezultatai.

6 lentelé
Socialiniy darbuotojy lyderystei biidingos lyderystés sklaidos savybés (N=93)

: : - —
Lydegr:‘l’l;z:yb‘“ Lyderio savybés (pirminiai teiginiai) V'd(‘:\;?'s
Dalyvauju jvairiose veiklose Salies mastu 3,06
Lyderystés Mano profesiniai pasiekimai Zinomi mieste 2,85
sklaida Mano profesiniai pasiekimai Zinomi nacionaliniu mastu 2,69
Dalyvauju visuomeninéje veikloje mieste 2,56

*Respondentai tur¢jo galimybé pasirinkti vieng i§ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
VisisSkai sutinku — 5; Sutinku — 4; I§ dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.

Tyrime dalyvave socialiniai darbuotojai lyderystés sklaida aktualizuoja per vidutiniska
dalyvavimo ir Zinomumo vertinima. Jie ne itin link¢ sutikti, kad jy lyderysté pastebima dalyvavimo
ivairiose veiklose bei profesiniy pasiekimy zinomumo mieste ir Salyje kontekstuose.

Nors minétieji faktoriai ir néra tiriamyjy itin akcentuojami, tac¢iau Vivier, De Jongh ir Thompson
(2020) pazymi, kad lyderysté ir dalyvavimas jvairiose veiklose turi tiesiogines sasajas ir tiesiogiai
priklauso vienas nuo kito, taciau autoriai §j dalyvavima labiau sieja su jsitraukimu j neformalias aplinkas
ir veiksmus. Jy teigimu lyderystés kontekste pastebimas did¢jantis poreikis dalyvavimo ir
bendradarbiavimo su kitais proceso dalyviais poreikis, siekiant didinti paslaugy veiksminguma.

7 lenteléje pateikiami socialiniams darbuotojams budingy lyderystés bruozy ir jy iSraiSky,

susijusiy su jtaka, rezultatai.

7 lentele
Socialiniy darbuotojy lyderystei biidingos jtakos savybés (N=93)

: : - —
Lydegr:‘l’lszzyb‘“ Lyderio savybés (pirminiai teiginiai) V'“'(‘,J\;')"s
Kolegos mane laiko lyderio savybémis pasizyminc¢ia asmenybe 3,56
Kolegos mane laiko lyderiu profesingje veikloje 3,42
Itaka Kolegos manimi pasitiki 3,36
Sugebu jtikinti kolegas 3,27
Daznai siekiu jtikinti aplinkinius savo teisumu 3,26

*Respondentai tur¢jo galimybé pasirinkti vieng is §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4, IS dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.

Kita tyrimo dalyviy labai akcentuota savybiy grupé yra susijusi su jtaka, Kuri siejama su tokiais
kity organizacijoje dirbanciy asmeny pozitrio j socialinj darbuotojg ir socialinio darbuotojo kaip lyderio

elgsenos raiSkos ypatumais kaip pasitikéjimas juo organizacijoje bei gebéjimas jtikinéti kitus.
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Biitent asmenybin¢je lyderystéje démesys skiriamas lyderio savybéms ir jgtidziams (Mumford ir
kt., 2000; Bristow ir kt., 2005; Silingiené, 2011; Skarbaliené, 2018), kurie padeda nukreipti kity asmeny
veikla bendram tikslui siekti, t.y. jtikinti kitus elgtis vienaip ar kitaip.

Tikétina, kad socialinis darbuotojas, kur] organizacijoje kolegos laiko lyderiaujanciu tiek
asmeninémis savybémis, tiek ir profesine veikla, gali rodydamas pavyzdj paskatinti kitus elgsenos ir
proceso pokyc¢iams.

8 lentel¢je pateikiami socialiniams darbuotojams biidingy lyderystés bruozy ir jy iSraisky,

susijusiy su atvirumu naujovéms, rezultatai.

8 lentelé
Socialiniy darbuotojy lyderystei biidingos atvirumo naujovéms savybés (N=93)

: : - =
Lyde;z;z;’ybm Lyderio savybés (pirminiai teiginiai) V'd(llj\zl)('s
Nl%olat_ domiuosi naujovémis ir jas taikau savo profesinéje 442
Atvirumas Ve'kloje. - — — ,
naujovéms Man patlr_l_ka nuolat tobu_létl,_ mokytis, igyti naujas patirtis 4,15
Nesu abejingas savo karjerai 4,05
Esu placiy interesy 3,98

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4; I§ dalies sutinku — 3; Nesutinku — 2, Visiskai nesutinku — 1.

Viena labiausiai su negalig turinCiais asmenimis dirbanciy socialiniy darbuotojy akcentuoty
savybiy Siame tyrime yra susijusi su nuolatiniu doméjimusi naujovémis ir jy taikymu praktingje veikloje.
Damkuviené, Valuckiené, BalCitinas ir Petukiené (2019), tirdami lyderyste kaip organizacijos kaitos
pagrinda, atskleidé tai, kad vienas i$ iSorinéje aplinkoje besireiSkiancios lyderystés akcenty yra naujoves.
Autoriy teigimu, Siame kontekste lyderysté tapatinama ne su vadovavimu projektui, komandai ar net
organizacijai, o su doméjimusi aplinkiniu pasauliu ir naujoviy perkélimu j profesinj laukg. Pabréziama,
kad naujovés turi biiti pristatomos kaip radikaliai nauji dalykai, ir yra natiiralu, kad to néra jprastame
organizacijos veiklos turinyje. Pagrindinis démesys turi buti skiriamas naujos idéjos iSskirtinumui
pabrézti ir parodyti, kaip jos igyvendinimas pakeis jprastus organizacijos procesus. Tai gali biti siejama
ir su kita socialiniy darbuotojy sau priskirtomis savybémis — nuolatiniu tobul¢jimu ir mokymusi bei
neabejingumu savo Karjerai. Cizikiené (2020) pazymi, kad tarp lyderiams bitiny savybiy minimos
saviugda, doméjimasis naujovémis ir polinkis j kiirybing veiklg bei komunikabilumas.

9 lenteléje pateikiami socialiniams darbuotojams budingy lyderystés bruozy ir jy iSraiSky,

susijusiy su kolegiskumu, rezultatai.
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9 lentele
Socialiniy darbuotojy lyderystei biidingos kolegiSkumo savybés (N=93)

= - - =
Lydegl';(:lls)aélzyblq Lyderio savybés (pirminiai teiginiai) Vld(l"c]?ls
Esu linkes bendradarbiauti 4,32
Kolegiskumas | Patinka dirbti komandoje 4,14
Noriai dalinuosi patirtimi, naujovémis 4,08

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4, I dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.

KolegiSkumo aspektu tiriami socialiniai darbuotojai iSreiské didelj pritarimg teiginiams,
apibiidinantiems polinkius bendradarbiauti ir dirbti komandoje profesinéje veikloje, teikiant paslaugas
negalig turintiems asmenims. Damkuviené, Valuckiené, Balcitinas ir Petukiené (2019) pabrézia, kad
asmeny tarpusavio saveikos ir santykiai, iSkylantys kaip démesio centras profesinéje veikloje, rodo
neasmening, pasidalytaja (Sis elementas taip pat itin akcentuojamas tyrime dalyvavusiy socialiniy
darbuotojy), komandine ar kolektyvine lyderyste.

Vivier, De Jongh ir Thompson (2020) akcentuoja, kad bendradarbiaujantys kontekstai skatina
organizacijy pokycius, vedancius nuo hierarchiniu valdymu link tinklu ir partneryste gristo paslaugy
teikimo, kur autoritetas, Zinios ir iStekliai yra pasidalinti tarp procese dalyvaujanciy asmeny. Pati
lyderysté tuomet apibiidinama kaip dinamiskas, interaktyvus jtakos procesas tarp grupés asmeny, kurio
tikslas yra nukreipti vienas kitg grupés ar organizacijos tikslo pasiekimo link.

10 lenteléje pateikiami socialiniams darbuotojams budingy lyderystés bruozy ir jy israisky,

susijusiy su ryztingumu, rezultatai.

10 lentele
Socialiniy darbuotojy lyderystei biidingos ryZtingumo savybés (N=93)

: : - —
Lydegr:‘l’l;::yb‘“ Lyderio savybés (pirminiai teiginiai) V'“'(‘,J\;')"s
Nebijau suklysti ir pripazinti klaidy 3,99
Adekvaciai priimu kolegy ar vadovy kritika 3,84
Ryztingumas | Nebijau rizikuoti 3,74
Sugebu greitai spresti problemas 3,62
Poky¢iai mangs neerzina, nebijau keistis 3,51

*Respondentai tur¢jo galimybé pasirinkti vieng is §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4, IS dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.

Tyrime dalyvavusiy socialiniy darbuotojy, dirbanciy su negalig turin¢iais asmenimis, pritarimas
tokiems su jais susijusiems aspektams kaip nebijojimas suklysti ir pripazinti klaidy ar adekvatus
reagavimas ] kritikg bei nebijojimas rizikuoti gali bati siejamas su Damkuvienés, Valuckienés, Bal¢itino
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ir Petukienés (2019) iSdéstyta mintimi, kad lyderiai, pasiZymintys asmenine iniciatyva ir ryztingumu,
ieSkant jvairesniy profesinés tigties formy ir galimybiy, yra priskiriami organizacijos kaitos iniciatyvy
Saltiniams. Vadinasi, socialiniai darbuotojai lyderiai gali savo buvimu organizacijoje keisti jos teikiamas
paslaugas nejgaliesiems, jy organizavimo ir teikimo procesus.

Tiriamieji kiek maZziau sau priskiria tokig savybe kaip sugeb¢jimg greitai spresti problemas, kuri,
anot Albrithen ir Yalli (2015), yra viena i§ esminiy pagalbos suteikimo procese, kuomet itin
akcentuojamas reikSmingas specialisty bendravimas ir bendradarbiavimas bei tarpusavio veiksmy
suderinimas tarp komandos nariy identifikuojant problema, rengiant ir jgyvendinant problemos
sprendimo planus. Greitas problemy sprendimas jvardijamas kaip aiSkios lyderystés raiskos elementas.

11 lenteléje pateikiami socialiniams darbuotojams biidingy lyderystés bruozy ir jy israisky,

susijusiy su ekstraversija, rezultatai.

11 lentele
Socialiniy darbuotojy lyderystei buidingos samoningumo savybés (N=93)

: : - =

Lydegr;‘:l;::yb‘“ Lyderio savybés (pirminiai teiginiai) V'G'(‘,J\;')"S
Visada veikiu kryptingai, racionaliai 4,24
Nebijau prisiimti atsakomybés, esu atsakingas 4,20
Esu organizuotas 4,12

Samoningumas Gebu save perteikti ir formuoti jvaizdj 3,74

Esu valingas 3,48
Man nesunku pasiekti tiksly, kuriuos uzsibréziu 3,37
Zaviuosi lyderiais, siekiu ugdytis jiems biidingy savybiy ir 326
gebéjimy '

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
VisiSkai sutinku — 5; Sutinku — 4; I§ dalies sutinku — 3; Nesutinku — 2; VisiSkai nesutinku — 1.

Galima pastebéti, kad socialiniai darbuotojai yra linke sau priskirti sgmoninguma jprasminancias
savybes (pvz., kryptingg ir racionaly veikimg, atsakomybés prisiémimg ar atsakinguma) kaip itin
budingas profesin¢je veikloje. Damkuvien¢, Valuckiené, BalCitinas ir Petukien¢ (2019), tirdami lyderyste
kaip organizacijos kaitos pagrinda, atskleidé tai, kad vienas i§ iSorinéje aplinkoje besireiskiancios
lyderystés akcenty yra atsakomybé. Autoriy teigimu, Siame kontekste lyderysté tapatinama ne su
vadovavimu projektui, komandai ar net organizacijai, o su jsipareigojimu pastebéti ir prisiimti
atsakomybe uZ veiksmy poveik]j organizacijai ir organizacijos poveikj pasauliui.

Ypatingai zemai socialiniai darbuotojai jvertino savo uzsibrézty tiksly siekimg, nors Northouse
(2009) ir Silingiené¢ (2011) aktualizuoja tiksly siekimo svarba lyderio ir sekéjy saveikos procese.

Damkuviené, Valuckiené, Balciiinas ir Petukiené (2019) pabrézia, kad lyderysté gali pasireiksti jvairiais,

34



vienas kitg papildanciais, kartais susiliejanciais biidais: organizacijos vizijos idéjy palaikymu, sklaida,
dalijimusi jomis, asmeniniy profesiniy tiksly siejimu su organizacijos pazanga, asmeninés atsakomybés
uz organizacijos s€kme¢ prisiémimu, bendradarbiavimu gristy grupiniy procesy (diskusijy ir pan.)

12 lentel¢je pateikiami socialiniams darbuotojams buidingy lyderystés bruozy ir jy israisky,

susijusiy su pasitikéjimu savimi, rezultatai.

12 lentelé
Socialiniy darbuotoju lyderystei biidingos pasitikéjimo savimi savybés (N=93)

: : : e
Lydegr;‘l’l;gyb‘“ Lyderio savybés (pirminiai teiginiai) V'd(‘,‘\;;"s
Man patinka vadovauti 3,62
Pasitikéjimas Noré'éi'au }abiap isijungtj i jva‘iri.as ml._l‘SL} j'staig.os Yeiklas 3,51
Savimi Gerai jauciuosi, gaves i§ administracijos jpareigojimy 3,40
Meégstu biti jvykiy stikuryje 3,35
Sugebu atsiriboti nuo neesminiy dalyky 3,20

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverc¢iu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4; I§ dalies sutinku — 3; Nesutinku — 2, Visiskai nesutinku — 1.

Remiantis gautais tyrimo rezultatais, iliustruojanciais pasitikéjimo savimi elementy raiska kaip
lyderyste, galima teigti, kad su negalig turinciais asmenimis dirbantys socialiniai darbuotojai yra ne itin
linke sau priskirti su pasitikéjimu savimi siejamas savybes (pvz., patikimg vadovauti ar didesnj nora
Isijungti | jstaigos veiklas).

Silva (2016) akcentuoja, kad lyderysté yra procesas, kuriam vykstant lyderiai pasitelkia savo
1giidzius ir Zinias, stengdamiesi vadovauti ir nukreipti darbuotojus reikiama kryptimi, atitinkancia jy
organizacijos tikslus ir uzdavinius. Veiksmingam lyderiui, turiniam gery vadovavimo jgudziy,
reikalingos tokios savybés kaip entuziazmas, nuoseklumas, pasitikéjimas ir jZvalgumas, taciau
Damkuviené, Valuckiené, Balcitinas ir Petukiené (2019) akcentuoja, kad lyderysté daznai yra
traktuojama kaip kazkas sudétingesnio nei vadovavimas (vadovai klausia ,,kaip* ir ,,kada®, o lyderiai
klausia ,,ka“ ir ,.kodél”). Tikétina, kad socialiniy darbuotojy vertinimas yra pagristas manymu, kad
vadovavimas savaime nelemia lyderystés organizacijoje.

13 lenteléje pateikiami socialiniams darbuotojams budingy lyderystés bruozy ir jy israisky,

susijusiy su socialumu, rezultatai.
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13 lentelé
Socialiniy darbuotojy lyderystei biidingos socialumo savybés (N=93)

Lyderio savybiy . e (e frorefreRefl e Fefef Vidurkis*
—_ Lyderio savybés (pirminiai teiginiai) (M)
Manau, esu pozityvus Zmogus 4,57
. Nemégstu konflikty ar jtempty santykiy 4,30
Socialumas > - — —— —
Aktyviai dalyvauju su tiesioginémis profesinémis funkcijomis 410
nesusijusiose veiklose jstaigose '

*Respondentai tur¢jo galimybé pasirinkti vieng i§ §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4; IS dalies sutinku — 3; Nesutinku — 2; VisiSkai nesutinku — 1.

Socialumui biidingy savybiy vertinimo kontekste socialiniai darbuotojai itin akcentavo
pozityvuma ir konflikty ar jtempty santykiy nemégima kaip jiems buidingas savybes. Aktualizuotas net
ir dalyvavimas veiklose, kurios néra tiesiogiai sicjamos su profesine veikla. Tokie rezultatai ypatingali
siejasi su Damkuvienés, Valuckienés, Balcitino ir Petukienés (2019) mintimi, kad pozityvumas,
pasireiSkiantis jsipareigojimu poky¢iui, apibiidinamas kaip stipri jéga, reikalinga s€¢kmingam pokycio
igyvendinimui. Autoriy teigimu, pozityvumo principas vadovaujasi id¢ja, kad socialiniy pokyciy
impulsas reikalauja teigiamo poveikio ir socialiniy rysiy. Teigiami jausmai ir biisenos (viltis, jspudziai,
ikvépimas, bi¢iulysté, dziaugsmas ir pan.) didina kiirybiskuma, pazinimo lankstuma, atviruma naujoms
idéjoms ir Zmonéms. Tai taip pat stiprina Zmoniy tarpusavio rySius, kas ypa¢ svarbu konfliktinése
grupése, kai reikia kryptingo kolektyvinio kaitos ieskojimo.

Avey, Hughes, Norman, Luthans (2008) pazymi, kad organizacijos kultira kei¢ianti
transformatyvi lyderysté, pagrista darbuotojo-lyderio charizmos atributais, idealizuota jtaka, jkvépianciu
motyvavimu, intelektualia stimuliacija ir individualizuotu démesiu, kartu su teigiamu psichologiniu
kapitalu (viltimi, emociniu atsparumu ir optimizmu dél sékmés dabar ir ateityje) zenkliai susije¢ su
did¢janciu darbuotojy jgalinimu veikti ir mazéjanciu negatyvumu profesiniame lauke. Autoriy atliktas
tyrimas padéjo atskleisti, kad didesnis lyderio pozityvumas ir transformatyvios lyderystés elementy
naudojimas gali salygoti didesnj kiekvieno darbuotojo autoriteto pajautimg ir mazesnj jo cinizmo lygj ir
norg liautis veikti. Tikétina, kad su negalig turiniais asmenimis dirban¢iy socialiniy darbuotojy
pozityvus elgesys, siekis vengti konfliktiniy ar jtempty santykiy bei aktyvesnis veikimas uz darbo riby
gali paskatinti kitus toje organizacijoje dirbancius specialistus daugiau jsitraukti j jvairius procesus.

Respondenty nuomoné svarbi siekiant iSsiaiskinti, kokiomis lyderiui biidingy savybiy grupémis

socialiniai darbuotojai, dirbantys su negalig turin¢iais asmenimis, mano pasizymintys (3 pav.).
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Socialumas 4,32

Kolegiskumas 4,18
Atvirumas naujovéms 4,15
Samoningumas
Ryztingumas
Ekstraversija
Pasitikéjimas savimi
Itaka

Lyderystés sklaida

T T T T

0 1 2 3 4 5
Vidurkis* (M)

3*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai sutinku — 5; Sutinku — 4, I dalies sutinku — 3; Nesutinku — 2; Visiskai nesutinku — 1.
3 pav. Socialiniams darbuotojams biidingos lyderio savybiy grupés (N=93)

Tyrimo rezultatai rodo, kad socialiniams darbuotojams, dirbantiems su nejgaliais asmenimis,
labiausiai budingas socialumas (M=4,32). Socialiniai darbuotojai mano esantys pozityviis Zmonés,
nemégstantys konflikty ar jtempty santykiy. Socialiniy darbuotojy tarpe stipri kolegiSkumo (M=4,18)
savybiy raiSka. Jie linke bendradarbiauti, mégsta dirbti komandose ir noriai dalijasi patirtimi beli
naujovémis. Atvirumas naujovéms (M=4,15) pasizyméjo pakankamai aukstu reitingu taip pat. Vadinasi,
lyderystés savybés, susijusios su polinkiu j naujoves, yra budingos tyrimo dalyviams: socialiniai
darbuotojai nuolat domisi naujovémis ir jas taiko savo profesingje veikloje, jiems patinka nuolat tobuléti,
jie neabejingi savo karjerai ir yra pla¢iy interesy.

Socialiniams darbuotojams, dirbantiems su negalig turiniais asmenimis, biidingas savybiy
grupes aktualizuoja mintis, kad lyderiai yra jpareigoti skatinti kity asmeny poreikj prasmingai
bendradarbiauti su $imtais klienty ir kolegy kiekvieng savaite profesinéje veikloje. Be to, socialumas turi
nenumatytg jtakg tobulé¢jimo pastangoms, todél turi buti apsvarstytas bendradarbiavimo aplinkoje
reikalingy sgveiky skai¢ius (Casey, Simon, Graham, 2020).

Atvirumas naujovéms, kuris tyrimo dalyviy buvo akcentuotas prie lyderiui buidingy savybiy
grupiy, Jia ir kt. (2018) vertinimu yra ypatingai svarbus aspektas organizacijose Vystyti inovacijas.
Autoriy atlikto tyrimo rezultatai rodo, kad transformatyvi lyderysté, kei¢ianti organizacijos kultiira,
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stiprina, o sandoriais grjsta lyderysté sumazina organizaciniy inovacijy rezultatus. Atvirumo naujovéms
platumas ir gylis ne tik tarpininkauty naudingam pertvarka gristos lyderystés poveikiui inovacijoms, bet
ir tarpininkauty mazinant Zalingg sandoriais gristos lyderystés poveiki inovacijy stabdymui.

Sagmoningumo (M=3,77), ryztingumo (M=3,74) ir ekstraversijos (M=3,51) savybiy grupés
pasizymi vidutine raiSka socialiniy darbuotojy veikloje, dirbant su negalig turiniais asmenimis.
Zemiausiai jvertintos §ios lyderio savybiy grupés, kurios reiskiasi socialiniy darbuotojy profesinéje
veikloje: pasitikéjimas savimi (M=3,42), jtaka (M =3,37) ir lyderystés sklaida (M=2,79).

Remiantis tyrimo rezultatais, socialiniy darbuotojy, dirban¢iy su negalig turinCiais asmenimis,
pasitikéjimo savimi stokg paaiSkintume tuo, kad socialiniai darbuotojai ne itin mégsta ir troksta
vadovauti, labiau jsitraukti j veiklas jstaigoje, gauti is administracijos jpareigojimy, biiti jvykiy sitkuryje,
nedaznai geba atsiriboti nuo neesminiy dalyky. Taigi, socialiniams darbuotojams pakanka pagrindiniy
veikly jstaigoje ir labiau jsitraukti noréty mazuma.

Itaka iliustruoja Sie teiginiai: kolegos laiko lyderio savybémis pasizymincia asmenybe; kolegos
laiko lyderiu profesinéje veikloje, kolegos manimi pasitiki; sugebu jtikinti kolegas. Taigi, remiantis
lyderio savybiy grupiy vertinimu, socialiniai darbuotojai, dirbantys su negalig turiniais asmenimis,
nemano, kad jy autoritetas didelis kolegy tarpe.

Northouse (2009) nustaté, kad intelektas, pasitikéjimas savimi, ryztas, pastovumas ir socialumas
yra pagrindiniai lyderio bruozai. Minimos ir lyderiui biitinos vadybinés kompetencijas: uZsibrézto tikslo
siekimas, tinkamy santykiy kiirimas, gera komunikacija, vertybiy puoselé¢jimas, drausme, sgZiningumas
ir bendradarbiavimas. Nagrin¢jant lyderyste, daznai pabréZiama asmens ypatingy individualiy bruozy
svarba ir galios santykis. Cizikien¢ (2020) teigia, kad visi lyderiai turéty biiti stiprios asmenybés, kad
galéty daryti jtakg Zmonéms ir atlikti visas numatytas veiklos funkcijas, ir i$skiria Sias geram lyderiui
reikalingas savybes: bendravima, pasitikéjimg savimi, jzvalga, principinguma, kolegiskuma, drasa,
atidumg, ambicinguma, atsidavimg ir vaizduotg.

Kaip teigia Nedzinskaité (2013), lyderysté yra reiskinys, nuo kurio tiesiogiai priklauso pacios
organizacijos veiklos kokybé ir sékmé, taip pat kiekvieno kliento veiklos rezultatai. Tyrimo metu buvo
siekiama nustatyti socialiniy darbuotojy lyderystés raiSka veiklos su nejgaliais asmenimis kontekste.
Buvo pateikta 12 teiginiy Su pasirenkamaisiais atsakymais pagal Likerto skalg: ,,visiskai tinka®, ,,beveik
tinka®, ,,mazai tinka“, ,,visiSkai netinka®, kurie atitinkamai vertinti 4, 3, 2 ir 1 balu. Tyrimo metu gauti
rezultatai pateikiami 14-16 lentelése.

14 lenteléje pateikiami socialiniy darbuotojy lyderystés elementy raiskos dalyvavimo kontekste

rezultatai.
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14 lentele
Socialiniy darbuotojy lyderystés rai§ka dalyvavimo kontekste (N=93)

Lyderystés

raiskos Lyderystés raiSka (pirminiai teiginiai) RIS
: (M)
kontekstai
Prisiimu atsakomybe uZ savo nuolatinj profesinj tobulinimasi ir raginu Kitus nuolat 3.39
tobuléti '
Dalyvavimas Stebiu kolegy veikla, pats skatinu kitus stebéti mano veikla 3,06
Dalinuosi savo patirtimi su kolegomis, vedu kompetencijy ugdymo renginius 2,94
Kartu su jstaigos administracijos atstovais dirbu jvairiose darbo grupése (strateginio, 273
veiklos plano rengimo ir pan.) '

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai tinka — 4; Beveik tinka — 3; Mazai tinka — 2; Visiskai netinka — 1.

Dalyvavimo kontekste socialiniy darbuotojy lyderystés elementy raiSka yra pakankamai didele.
Tiriamieji aktualizuoja savo kaip lyderio atsakomybés uz nuolating profesinj tobulinimgsi raiska, taip pat
specialistai stebi kolegy veiklg ir kitus skatina stebéti jo veiklg. Neapsieinama ir be patirties skaidos
organizacijoje. Avey, Hughes, Norman, Luthans (2008) ypatingai akcentuoja dalyvavimo svarbg
sprendimy priémimo procesuose, kitu atveju yra susiduriama su neefektyvia lyderyste, kurios pasekmée
— cinizmo plitimas organizacijoje.

Damkuvienés, Valuckienés, Bal¢itino ir Petukienés (2019) kalba apie tai, kad aktyvios lyderysté
esme yra tarnyste ir kity jgalinimas. Vietoje to, kad bandyty iSsiverzti j priekj, lyderiai daro tai, kas
organizacijai yra labai reikalinga — atvirai, nuosirdziai ir entuziastingai dalyvaudami telkia bendruomeneg.
Mokslininkai tai vadina lyderyste ,,i§ paskos®. Jy teigimu, tokia lyderysté néra atsitraukimas ar vien
leidimas veikti kitiems, o atsakomybé uztikrinti, kad organizacijos nariai veikty vieningai. Veikdamas
Sioje dimensijoje lyderis zino, kad jo nuoSirdus dalyvavimas yra svarbi bet kokiy pastangy dalis. Autoriy
bendruomenés narius j organizacijos sprendimy priémima ir vykdyma, todél socialiniams darbuotojams
labai svarbu jsitraukti j socialiniy paslaugy nejgaliesiems teikimo tinklus, aktyvinant kitus tinklo narius
prisidéti prie socialiniy paslaugy teikimo proceso.

15 lenteleje pateikiami socialiniy darbuotojy lyderystés elementy raiskos veiklumo kontekste

rezultatai.
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15 lentelé
Socialiniy darbuotojy lyderystés rai§ka veiklumo kontekste (N=93)

Lyderystés e Vidurkis*
raiskos Lyderystés raiSka (pirminiai teiginiai)
, (M)
kontekstai
Imuosi iniciatyvos savo srityje 3,49
Produktyviai dirbu komandose 3,39
Prisiimu atsakomybg ir vadovaujantj vaidmenj konkrecioje socialiniy paslaugy 331
Veiklumas nejgaliesiems teikimo proceso srityje '
Organizuoju susirinkimus, ekskursijas, renginius negalia turintiems asmenims savo 397
jstaigoje '
Dalyvauju jstaigos veiklos stebésenos ir vertinimo procesuose 2,90

*Respondentai tur¢jo galimybé pasirinkti vieng i§ §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Visiskai tinka — 4; Beveik tinka — 3; Mazai tinka — 2; VisiSkai netinka — 1.

Veiklumo kontekste besireiSkianti socialiniy darbuotojy, dirbanciy su negalig turinciais
asmenimis, lyderysté¢ gali buti atpazinta per iniciatyvq veikloje, produktyvy darbg komandoje, prisiimtq
atsakomybe ir vadovaujantj vaidmenj komandoje bei susirinkimy ir kity veikly organizavimgq. Kiek re¢iau
socialiniy darbuotojy lyderysté pastebima per dalyvavimo jstaigos veiklos stebésenos ir vertinimo
procesy aspektus.

Damkuvien¢, Valuckien¢, Balcitinas ir Petukiené (2019) laikosi pozicijos, kad lyderyste yra
daugialypis kintancios jtakos krypties procesas, kur pozityvus darbuotojy atsakas j kaitos iniciatyva
laikomas lyderystés pozymiu. Raipa (2011) antrina $iai minciai, akcentuodamas, kad socialiniy paslaugy
organizacijose geb¢jimg priimti pokycius ir juos jgyvendinti veiklos procese gali tik iniciatyvis ir
kirybingi asmenys. Siekdami organizacijos tiksly ir uzdaviniy lyderiai turi sugebéti panaudoti savo
kiirybiSkuma, leidZiantj vystytis iniciatyvumui ir inovatyvumui.

16 lentel¢je pateikiami socialiniy darbuotojy lyderystés elementy raiSkos mokymosi kontekste

rezultatai.
16 lentelé
Socialiniy darbuotojuy lyderystés raiSka mokymosi kontekste (N=93)
Lyderystés Vidurkis*
raiskos Lyderystés raiska (pirminiai teiginiai) M)
kontekstai
Galiu gauti mentoriaus arba konsultanto pagalbg ar pats konsultuoju 2,66
Aktyviai jsitraukiu j socialiniy paslaugy nejgaliesiems teikimo tinklus, raSau projektus, 257
Mokymasis atstovauju jstaigai vietiniuose bei tarptautiniuose renginiuose '
Planuoju papildomai studijuoti lyderystés studijose (arba studijuoju), kuriu karjeros 194
planus '

*Respondentai turéjo galimybé pasirinkti vieng i Siy atsakymo varianty su atitinkamu jverciu statistingje analizéje:
Visiskai tinka — 4; Beveik tinka — 3; Mazai tinka — 2; Visiskai netinka — 1.
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Tyrime dalyvave socialiniai darbuotojai, dirbantys su negalig turin¢iais asmenimis, nebuvo linke
priskirti sau lyderystés elementy, susijusiy SU kity konsultavimu, aktyviu jsitraukimu j tinklus ar
papildomu studijavimu lyderystés srityje kaip itin tinkanciy jiems kaip specialistams, nors Damkuviengs,
Valuckienés, Bal¢itino ir Petukienés (2019) teigimu, mokymosi idéja akcentuoja lyderio poreikiy
savianalizes svarbg ir aktyvy vaidmen] mokymosi procese.

Cizikiené (2020) mano, kad nuolatinis mokymasis suteikia gera pagrinda poky¢iams jstaigoje
igyvendinti, taciau jj reikia papildyti tinkamomis palaikomosiomis sistemomis, kad biity skatinamas
efektyvus bendravimas ir darbuotojy jsitraukimas ] socialiniy paslaugy teikimo proceso planavimg ir
organizavima, o ne tik teikima.

Visi 12 teiginiy, susijusiy su socialiniy darbuotojy, dirban¢iy su nejgaliais asmenimis, lyderystés
raiSka jstaigoje, iSsidésté trijose kontekstuose: veiklumas, dalyvavimas ir mokymasis. Respondenty

nuomoné pasiskirsté tokia tvarka (4 pav.).

Veiklumas 3,27
Dalyvavimas 3,03
Mokymasis 2,39
0 05 ) 15 ) 25 3 ¥

Vidurkis* (M)

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverc¢iu statistinéje analizéje:
Visiskai tinka — 4; Beveik tinka — 3; Mazai tinka — 2, Visiskai netinka — 1.
4 pav. Socialiniy darbuotoju lyderystés raiSkos kontekstas (N=93)

Socialiniy darbuotojy, dirbanciy su negalig turinciais asmenimis, lyderystés raiSkos elementai
labiausiai pastebimi veiklumo kontekste (M=3,27). Antroje maziau akcentuotoje pozicijoje yra
dalyvavimo kontekstas (M=3,03), o trefioje — maziausiai akcentuotoje — pozicijoje yra mokymosi
kontekstas (M =2,39).

Kaip aptarta teorinéje dalyje, auksta jgudziy lygj ir didelj dalyvavimo mastg jstaigoje iliustruoja
platus dalyvavimas jstaigos veikloje, bendra atsakomybé, analize pagristas duomeny naudojimas
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(Lambert, 2011). Veiklumo kontekste pasireiSkiantys lyderystés elementai pasizymi aukstais jverciais.
Didziausiu jverCiu reitinguotas teiginys imuosi iniciatyvos savo srityje (M=3,49) iliustruoja, kad
socialiniai darbuotojai pasitiki savo profesiniu pasirengimu. Socialiniai darbuotojai zymiai reik§mingiau
vertina savo lyderystés raiska nei jos skatinimg: produktyviai dirbu komandose (M=3,39), prisiimu
atsakomybe ir vadovaujantj vaidmenj konkrecioje socialiniy paslaugy nejgaliesiems teikimo proceso
srityje (M=3,31), organizuoju susirinkimus, ekskursijas, renginius negalig turintiems asmenims savo
jstaigoje (M=3,27). Galima daryti iSvada, kad socialiniai darbuotojai pasitiki savimi, reik§dami savo
lyderyste socialiniy paslaugy nejgaliesiems teikimo procese.

Kiek santiiriau socialiniai darbuotojai vertino dalyvavimg jstaigos veiklos stebésenos ir vertinimo
procesuose (M=2,9), priskiriamg refleksyviajai lyderystei.

Dalyvavimo kontekste dominuojantys lyderystés raiSkos elementai taip pat jvertinti pakankamai
aukstais jverciais: prisiimu atsakomybe uz savo nuolatinj profesinj tobulinimgsi ir raginu kitus nuolat
tobuléti (M=3,39); stebiu kolegy veiklg, pats skatinu kitus stebéti mano veiklg (M=3,06); dalinuosi
patirtimi su kolegomis, vedu kompetencijy ugdymo renginius (M=2,94). Sisteminés lyderystés raiska taip
pat stebima, nes teiginys kartu su jstaigos administracijos atstovais dirbu jvairiose darbo grupése
(strateginio, veiklos plano rengimo ir pan.) (M=2,73) priklauso sisteminés lyderystés kategorijai.
Atsizvelgiant | aukStus socialiniy darbuotojy lyderystés raiSkos vertinimus galima prielaida, kad
kryptingai siekiama strateginiy jstaigos tiksly, kai kriting socialiniy darbuotojy bendruomeniy masg
sudaro reflektuojantys, nuolat tobuléjantys ir rezultatyviai dirbantys specialistai.

Mokymosi kontekste socialiniy darbuotojy, dirbanciy su negalig turinciais asmenimis, reisSkiasi
maziausiai. Pastebimas ne toks daznas konsultacijy gavimo ir teikimo kitiems (M=2,66) ar aktyvus
socialiniy darbuotojy jsitraukimas | tinklus, projekty rasymas ar jstaigos atstovavimas (M=2,57)
akcentavimas. Maziausig jvertj gavo planavimo papildomai studijuoti lyderystés studijose (M=1,94)
aspektas. Damkuvienés, Valuckienés, Balcitino ir Petukienés (2019) mokymasi apibudina kaip
lyderystés as}, kuomet pats asmuo turi biiti aktyvus, planuoti ir numatyti tolimesnio mokymosi galimybes
ir planus. Galima buty teigti, kad socialiniy darbuotojy, dirban¢iy su negalig turin¢iais asmenimis,
tolimesnis mokymasis galéty paskatinti kity organizacijos nariy norg inicijuoti teigiamus poky¢ius savo
organizacijoje, ugdyti pasitikéjimg ir norg iSeiti uz savo komforto zonos riby, prisiimti vaidmenj keisti
organizacija. Tikétina, kad tokie socialiniy darbuotojy kaip lyderiy mokymai galéty vykti uz jstaigos,
kurioje jie dirba, riby, galbiit net Salies riby, kita kalba ir kitaip, kurie padéty darbuotojams patiketi, kad

TV —
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Anot Sajienés ir kt. (2008) efektyvumas yra siejamas su tinkamu iskelty tiksly jgyvendinimu,
kokybisko rezultato pasiekimu, racionaliu ir ekonomisku istekliy panaudojimu. Tyrime buvo siekiama
nustatyti socialiniy darbuotojy lyderystés raiska socialiniy paslaugy nejgaliesiems kontekste, siejant tai
su proceso gerinimu ir efektyvinimu, lyderystés elementus siejant su veiklos tikslingumu. Buvo pateiktas
21 teiginys su pasirenkamaisiais atsakymais pagal Likerto skale: ,,esu jsitikings*, ,,sutinku®, ,,abejoju®,
»hesutinku®, kurie atitinkamai vertinti 4, 3, 2 ir 1 balu. Tyrimo rezultatai Siuo klausimu pateikiami 17-
19 lentelése.

17 lenteléje pateikiami socialiniy darbuotojy lyderystés raiskos tikslingumo racionaliy sprendimy

kontekste rezultatai.

17 lentelé

Socialiniy darbuotojy lyderystés raiskos tikslingumas racionaliy sprendimy kontekste (N=93)

LB A o Vidurkis*
raiskos Pirminiai teiginiali M)
tikslingumas

Lyderystés raiSka gerina jstaigos jvaizdj. 3,40
Lyderysté sudaro palankias prielaidas istaigoje efektyviau plétoti gerosios patirties sklaida, 395
igyvendinti naujoves. '
Lyderysté skatina bendruomenés glaudesnj bendradarbiavima, iniciatyvy palaikyma. 3,22
Lyderystés raiSka jstaigoje susijusi su demokratiniu vadovavimo stiliumi, teigiamu 392
psichologiniu klimatu. '
Lyderystés raiSka daro poveikj jstaigos bendruomenés atvirumui kaitai. 3,21
Lyderystés raiSka padeda veiksmingiau bendradarbiauti su socialiniais partneriais. 3,20
Lyderystés plétra jgalina jstaigos bendruomene tikslingiau susitarti dél veiklos prioritety, 319
ju igyvendinimo rezultaty. '

Racionaliis Lyder'}'f'stés raiska skatina socialinius darbuotojus maksimaliai stengtis dél jstaigos 3,19

sprendimai ~[-Lobul&jimo. : — — :
Socialiniy darbuotojy lyderystés raiska didina bendruomenés pasitenkinimg profesine 317
veikla ir lojaluma savo institucijai. '
Lyderystés raika jtakoja jstaigos informavimo/komunikavimo sistemos funkcionavimo 316
efektyvuma. '
Lyderystés raiSka padeda visiems socialiniams darbuotojams aiskiau apsibrézti 314
atsakomybiy ribas. '
Lyderystés pasidalijimas sudaro prielaidas jstaigoje efektyviau funkcionuoti veiklos
kokybés vertinimo ir jsivertinimo sistemai, susitarti dél veiklos vertinimo rodikliy ir 3,12
kriterijy.
Lyderystés raiska jgalina aiskiau reglamentuoti bendruomenés funkcijas, susitarti dél jy 312
jgyvendinimo kokybés kriterijy. '

*Respondentai tur¢jo galimybé pasirinkti vieng is §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Esu jsitikings — 4; Sutinku — 3; Abejoju — 2; Nesutinku — 1.

Tyrime dalyvaveg socialiniai darbuotojai, vertindami lyderystés raiSkos tikslinguma, ypatingai
akcentuoja tai, kad lyderysté jstaigoje gerina jstaigos jvaizdj, sudaro palankias prielaidas jstaigoje

efektyviau plétoti gerosios patirties sklaidg, jgyvendinti naujoves, skatina bendruomenés glaudesnj
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bendradarbiavimg, iniciatyvy palaikymgq, Ilyderystés raiska jstaigoje susijusi su demokratiniu
vadovavimo stiliumi, teigiamu psichologiniu klimatu ir daro poveikj jstaigos bendruomenés atvirumui
kaital. Tai susij¢ su lyderystés raiskos tikslingumu racionaliy sprendimy kontekste.

Cizikiené (2020) teigia, kad siekiant kokybisky paslaugy teikimo, svarbi transakciné lyderysté,
kuri grindziama racionalumu, siekiant numatyty veiklos tiksly ir uzdaviniy. Lyderis, suprasdamas, kokiy
tiksly jis siekia, nukreipia savo lyderyste, pagrista mainy procesu, kuriame sekéjai yra apdovanojami,
jeigu tenkina lyderio reikalavimus, $i lyderysté yra orientuota j trumpalaikj poveikj norint pasiekti greity
rezultaty organizacijos veikloje. Petukiené, Tijinaitiené, Raipa (2014) akcentuoja pasirinkimg diegti
kokybés vadybos sistemag organizacijoje kaip individo racionaly sprendimg, susijusj su socialinés
sistemos vystymusi, siekiant veiklos efektyvumo ir veiksmingumo jgyvendinimo organizacijoje.

Mintj apie racionaliy sprendimy svarbg profesinéje veikloje plétoja ir Damkuvienés, Valuckienés,
Bal¢itno ir Petukienés (2019). Mokslininkai teigia, kad Darbuotojai demonstruoja lyderyste skleisdami
poky¢iy vizija, dalindamiesi iStekliais su kolegomis, taip pat inicijuodami Kkolektyvines veiklas.
Bendradarbiaudami su kolegomis ir nuolat reflektuodami, diskutuodami tarpusavyje bei kritisSkai
vertindami savo profesing praktika, iniciatyviis darbuotojai sukuria galimybes gimti naujoms
profesinéms praktikoms. Kai nuolat dalijamasi iSkylanc¢iomis problemomis, jy sprendimo s¢kmémis,
tuomet skleidZiama entuziazmo dvasia ir gilinamos kiekvieno procese dalyvaujancio darbuotojo zinios.

18 lenteléje pateikiami socialiniy darbuotojy lyderystés raiskos tikslingumo tiksly jgyvendinimo
kontekste rezultatai.

18 lentelé

Socialiniy darbuotojy lyderystés raiskos tikslingumas tiksly jgyvendinimo kontekste (N=93)

LGRS o Vidurkis*
raisSkos Pirminiai teiginial (M)
tikslingumas
Visy socialiniy darbuotojy veikla tampa labiau kryptinga, orientuota j numatyty tiksly 324
igyvendinima, kai socialiniai darbuotojai labiau jgalinami, plétojama jy lyderysté. '
Plétojant socialiniy darbuotojy lyderystg, jstaigos bendruomené skatinama, jgalinama 321
susitarti ir priimti reik§mingus kokybiniams pokyéiams sprendimus. '
. Lyderysté padeda socialiniams darbuotojams aiSkiau suprasti jstaigos misijg ir vizija, nes
Tiksly O . T . . A 3,16
. Lt deél jy diskutuojama, kolegialiai susitariama, jsiklausoma j darbuotojy sidilymus.
jgyvendinimas — - — = -
Plétojant lyderyste, daugumai socialiniy darbuotojy jstaigos strategija tampa labiau 309
priimtina ir maziau formalaus pobudzio. '
Lyderysté turi jtakos nejgaliy asmeny pasiekimams, jy asmenybés visapusiskai sklaidai. 3,09
Lyderysté padeda labiau orientuotis j nejgaliy asmeny / klienty ir jy artimyjy / globéjy 305
poreikius. '

*Respondentai tur¢jo galimybé pasirinkti vieng is §iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Esu jsitikings — 4; Sutinku — 3; Abejoju — 2; Nesutinku — 1.
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Tiksly jgyvendinimo tikslingumo aspektu socialiniai darbuotojai iSryskino lyderystés raiskos
svarba socialiniy darbuotojy veiklos tapimui labiau kryptinga, orientuota j numatyty tiksly jgyvendinimg,
kai socialiniai darbuotojai labiau jgalinami, plétojama jy lyderyste. Tiriamieji pazymi ir tai, kad
socialiniy darbuotojy lyderysté prisideda prie jstaigos bendruomenés skatinimo, jgalinimo susitarti ir
priimti reikSmingus kokybiniams pokyciams sprendimus.

Ruzevicius (2010) teigia, kad teikiant paslaugas klientams sutelkta organizacijos galia yra
nukreipiama kokybés tikslams jgyvendinti, o tinkamas veiksmingas vadovavimas ir valdymas Siose
organizacijose yra biitinas kokybiSkoms paslaugoms uztikrinti. Lyderiy jtakg siekiant valdyti, struktiirinti
ir realizuoti iSkeltus tikslus, jtraukiant suinteresuotgsias Salis ] kokybiSky paslaugy teikimo
igyvendinimg, apibréziama kaip darbuotojy lyderysté. Lyderiai turi uZztikrinti, kad visa organizacija
dirbty siekdama i$sikelty tiksly, tad lyderiai gali skatinti bendradarbiavima, nustatydami komandai tiksla,
jvertindami pasiekimus ir palengvindami komandos nariy socialing sgveikg. Avey, Hughes, Norman,
Luthans (2008) itin akcentuoja veiklos tiksly verte lyderystés kontekste.

19 lenteléje pateikiami socialiniy darbuotojy lyderystés raiskos tikslingumo kokybés vadybos

kontekste rezultatai.

19 lentelé
Socialiniy darbuotojy lyderystés raiSkos tikslingumas (N=93)
Lyderystés o Vidurkis*
raiskos Pirminiai teiginial (M)
tikslingumas
Istaigos veiklos tobulinimas grindziamas nuolatiniu jos vertinimu, jsivertinimu, analize,
) . 2,87
Kokybés refleksija.
vadyba Lyderysté turi jtakos jstaigos strategijos jgyvendinimo kokybei ir visos bendruomenés 267
jsipareigojimo laipsniui. '

*Respondentai turéjo galimybé pasirinkti vieng i$ $iy atsakymo varianty su atitinkamu jverciu statistinéje analizéje:
Esu jsitikings — 4; Sutinku — 3; Abejoju — 2; Nesutinku — 1.

Tyrimo dalyviai ne itin aukstai jvertino lyderystés raiSkos tikslingumg kokybés vadybos
kontekste. NevienareikSmiSkai tiriamieji jvertino lyderystés jtakq jstaigos strategijos jgyvendinimo
kokybei ir visos bendruomeneés jsipareigojimo laipsniui.

Cizikiené (2020) pazymi, kad Europos socialiniy paslaugy kokybés uztikrinimo sistema
(EQUASS — European Quality in Social Services), kuri yra orientuota j paslaugos gavéjy, kity
suinteresuotyjy Saliy, visuomenés poreikiy ir likes¢iy patenkinimg (Silva, 2016), leidzia jstaigoms
pasitilyti Europos lygmeniu atitinkancig paslaugy kokybe bei uZtikrinti konkurencinj pranasuma
socialiniy paslaugy rinkoje. EQUASS kokybés diegimas Lietuvos socialiniy paslaugy sektoriuje leisty
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jrodyti teikiamy socialiniy paslaugy atitiktj Europos lygmeniu. Siekiant uztikrinti kokybés vadybos
sistemos diegimg vienas 1§ principy yra lyderysté. Pabréziama organizacijos darbuotojy,
demonstruojanciy lyderyste, svarba (Ruzevicius, 2010; VySniauskien¢, 2014; Astrauskaite, Daugviliené,
Ruzevicius, 2015), nes visuotinés kokybés vadybos siekimg ir jgyvendinimg veikia biitent lyderysté
organizacijoje, o jtakos rezultatas — paslaugy gavéjy jtraukimas, darbuotojy nuolatinis tobulé¢jimas,
suinteresuotyjy Saliy pasitikéjimas organizacija (Matulevicien¢, 2018).

Kaip jau buvo minéta lyderystés raiSka buvo analizuojama lyderystés elementy tikslingumo
kontekste. 21 teiginys i$sidésté racionaliy sprendimy, tiksly pasiekimo ir kokybés vadybos kontekstuose
(5 pav.).

Racionaliis
S 3,2
sprendimai
Tiksly jgyvendinimas 3,14
Kokybés vadyba 2,77
25 2,6 2,7 2,8 2,9 3 3,1 3,2 33
Vidurkis (M)

5 pav. Socialiniy darbuotojy lyderystés raiskos tikslingumas (N=93)

Pirmoje pozicijoje respondentai i§skyré racionaliy sprendimy kontekstg (M=3,20), kuriame
reiSkiasi jvairiis lyderystés elementai. Respondenty nuomone, socialiniy darbuotojy lyderysté racionaliy
sprendimy priémimui turi labai didel¢ reikSme, nes vidurkiai labai auksti. Vertinimo skalés maksimumas
siekeé 4 balus, o Sio faktoriaus visi vidurkiai aukStesni uz 3 balus (Zr. 7 lentelg). Respondenty nuomone,
svarbiausias lyderystés tikslingumas yra geréjanciam jstaigos jvaizdziui (M=3,40). Labai svarbu tai, kad
lyderysté sudaro palankias prielaidas jstaigoje efektyviau plétoti gerosios patirties sklaidg, jgyvendinti
naujoves (M=3,25) ir skatina bendruomenés glaudesnj bendradarbiavimg, iniciatyvy palaikymg
(M=3,22).

Tiksly jgyvendinimo aspektu socialiniai darbuotojai lyderystés raiskos tikslinguma vertinta
panasiai kaip racionaliy sprendimy aspektu. Vidurkiai aukstesni uz 3 balus (zr. 17 lentelg). Respondenty
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nuomone, svarbiausias lyderystés raiSkos tikslingumas pastebimas tuo aspektu, kad visy socialiniy
darbuotojy veikla tampa labiau kryptinga, orientuota j numatyty tiksly jgyvendinimgq, kai socialiniai
darbuotojai labiau jgalinami, plétojama jy lyderyste (M=3,24). Svarbu, kad plétojant socialiniy
darbuotojy lyderyste, jstaigos bendruomené skatinama, jgalinama susitarti ir priimti reikSmingus
kokybiniams pokyciams sprendimus (M=3,21), lyderysté padeda socialiniams darbuotojams aiskiau
suprasti jstaigos misijq ir vizijg, nes dél jy diskutuojama, kolegialiai susitariama, jsiklausoma j
darbuotojy siilymus (M=3,16).

Kokybés vadybos tikslingumo aspektas vertintas pakankamai Zemais jveréiais (M=2,77). nes
gana skeptiSkai socialiniai darbuotojai vertino teiginj, kad lyderysté turi jtakos jstaigos strategijos
jgyvendinimo kokybei ir visos bendruomenés jsipareigojimo laipsniui (M=2,67). Akivaizdu, kad lyderis
yra darbuotojas, siekiantis organizacijos pazangos, néra pakankamai aiSku vadovams ir patiems

socialiniams darbuotojams.

2.4. Tyrimo rezultaty apibendrinimas

Apibendrinant atlikto kiekybinio tyrimo rezultatus, galima teigti, kad jie leido nustatyti socialiniy
darbuotojy lyderystés savybiy raiska veikly su nejgaliaisiais kontekste, identifikuoti socialiniy
darbuotojy lyderystés raiskos kontekstus ir tikslinguma, dirbant su nejgaliaisiais. Lyderystei budingy
savybiy analiz¢ atskleidé, kad socialiniai darbuotojai, teikiantys socialines paslaugas negalig turintiems
asmenims, pasizymi tokiomis stipriomis lyderystés savybémis kaip geru vieSu kalb¢jimu,
komunikabilumu, doméjimusi naujovémis ir jy taikymu savo profesinéje veikloje, nuolatiniu tobuléjimu,
mokymusi, polinkiu bendradarbiauti, dirbti komandoje, kryptingu ir racionaliu elgesiu, pozityvumu.
Analizuojant gautus rezultatus stebimas itin Zemas akcentavimas tokiy lyderiui bidingy savybiy kaip
profesiniy pasiekimy Zinomumas mieste ir nacionaliniu lygmeniu, dalyvavimu visuomening¢je veikloje
mieste, aplinkiniy jtikingjimu savo teisumu ir silpnesniu gebéjimu atsiriboti nuo neesminiy dalyky.

Lyderio savybiy grupiy vertinimo rezultatai aktualizuoja didele socialiniy darbuotojy, dirbanciy
su negalig turin€iais asmenimis, savybiy raiska socialumo, kolegiSkumo bei atvirumo naujovéms
kontekstuose.

Tyrimo metu nustatyta, kad labiausiai socialiniy darbuotojy, veikianciy socialinio darbo su
nejgaliaisiais kontekste, lyderysté reiskiasi per atsakomybés uz savo nuolatinj profesinj tobulinimasi
prisiémimg, iniciatyvos savo srityje émimasi, produktyvy darba komandoje, atsakomybés ir

vadovaujan¢io vaidmens konkre¢ioje socialiniy paslaugy nejgaliesiems teikimo proceso dalyje
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prisiémimu bei susirinkimy, ekskursijy ir renginiy organizavimu negalig turintiems asmenims savo
istaigoje.

Maziausia socialiniy darbuotojy lyderystés raiSka pastebima tose veiklose, kuriose reikia planuoti
papildomas lyderystés studijas, kurti karjeros planus, aktyviai jsitraukti j socialiniy paslaugy
nejgaliesiems teikimo tinklus, raSyti projektus ir atstovauti jstaigai vietiniuose bei tarptautiniuose
renginiuose ar kartu su jstaigos administracijos atstovais dirbti jvairiose darbo grupése.

Tyrimas aktualizavo socialiniy darbuotojy, dirbanciy su negalig turinCiais asmenimis, didele
lyderystés elementy raiskg veiklumo ir dalyvavimo bei kiek mazesne raiskg mokymosi kontekstuose.

Vertinant tyrime dalyvavusiy socialiniy darbuotojy lyderystés raiska, siekiant racionaliy
sprendimy, galima biity pazyméti tai, kad specialistai mano, jog jy lyderysté gerina jstaigos jvaizdj bei
sudaro palankias prielaidas gerosios patirties sklaidai. Tuo tarpu tiksly jgyvendinimo kontekste socialiniy
darbuotojy lyderysté reiSkiasi per darbuotojy jgalinima, kai siekiama labiau kryptingos veiklos ir
orientuojantis ] numatyty tiksly jgyvendinimg. Rezultatai taip pat atskleid¢, kad socialiniy darbuotojy

lyderystés elementai mazai reiskiasi, siekiant kokybés vadybos kaip proceso jgyvendinimo.
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ISvados

1. Teoriné analiz¢ atskleid¢, kad procesiné lyderystés apibréztis pazymi, kad lyderysté tai pirmiausia
itakos ir sgveikos tarp lyderio ir sekéjy procesas, siekiant uzsibrézty tiksly. Lyderyste laikant
procesu, ji apibréziama kaip konteksto reiSkinys, todél lyderiu gali tapti kiekvienas. Lyderiai gali
buti: paskirtieji (lyderysté grindziama organizacijoje uzimamomis pareigomis) ir iskilusieji (kity
laikomas jtakingiausiu organizacijos nariu, nepaisant jo uzZimamy pareigy). Asmenybinés
lyderystés apibréztyje démesys fokusuojamas j lyderiui budingus bruozus skirtingais aspektais:
kaip prigimtiné savybe¢ ir kaip jgyti jglidziai. Vieny autoriy teigimu, svarbiausi lyderystés bruozai
yra intelektas, pasitikéjimas savimi, ryztingumas, garbingumas ir socialumas. ,,Didziojo penketo*
aiSkinimo Salininkai nurodo, kad penkios asmenybés dimensijos yra Sios: ekstraversija,
sagmoningumas, nuoSirdumas, neurotiSkumas, atvirumas naujovéms. Teorijoje iSskiriami Sesi
lyderisko elgesio tipai: charizmatiné, grindziama vertybémis lyderysté; i komanda orientuota
lyderysté; aktyvuma skatinanti lyderysté; i zmogy orientuota lyderysté; savarankiskoji lyderysté
ir savisaugi lyderysté. Lyderystei paaiskinti XX a. deSimtajame deSimtmetyje buvo sukurtas
1gidziy modelis paaiSkinti sugeb&jimams (Zinioms ir jgidziams), kurie reikalingi efektyviai
lyderystei. Laikomasi nuostatos, kad socialinio darbo lauke lyderystés kompetencija suteikty
galimybe socialiniams darbuotojams pereiti nuo reaktyvios pozicijos — paslaugy organizavimo
sudétingose situacijose atsidiirusiems Zmonéms — j proaktyviaja pozicija, kritiSkai reflektuojant ir
kiirybiskai pasinaudojant patirtimi, Ziniomis ir gebéjimais i§vengti sudétingy situacijy

2. Tyrimo metu nustatyta, kad socialiniai darbuotojai, vykdantys veiklg su nejgaliais asmenimis,
pasiZymi tokiomis asmeninés lyderystés savybiy grupémis kaip socialumas, kolegiSkumas,
atvirumas naujovems ir samoningumas bei ryZtingumas, taciau stinga pasitikéjimo savimi, jtakos
Kitiems ir lyderystés sklaidos savybiy.

3. Socialiniy darbuotojy lyderystés raiskos jvairiuose kontekstuose analizé atskleidé, kad labiausiai
iSreikstas veiklumas (socialiniai darbuotojai imasi iniciatyvos savo srityje; produktyviai dirba
komandose; prisiima atsakomybe¢ ir vadovaujantj vaidmenj konkreioje socialiniy paslaugy
nejgaliesiems teikimo proceso srityje; organizuoja susirinkimus, ekskursijas, renginius
nejgaliesiems) ir dalyvavimas (socialiniai darbuotojai prisiima atsakomybe uz savo nuolatinj
profesinj tobulinimasi ir ragina kitus nuolat tobuléti; stebi kolegy veiklas; dalinasi patirtimi su
kolegomis, veda kompetencijy ugdymo renginius; kartu su jstaigos administracijos atstovais dirba

jvairiose darbo grupése). Socialiniai darbuotojai mazokai démesio skiria lyderystés mokymuisi
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raiSkai: savo tolimesnés karjeros planavimui, jsitraukimui j socialinés pagalbos teikimo tinklus,
projekty rasyma. Socialiniai darbuotojai per mazai gauna konsultanty ir mentoriy pagalbos arba
patys mazai konsultuoja.

Tyrimo rezultatai atskleidé socialiniy darbuotojy lyderystés raisSkos tikslingumg racionaliy
sprendimy tikslingumg veikos su nejgaliaisiais kontekste. Tai galima buty sieti su geré¢janciu
jstaigos jvaizdziu, jos veiklos tobulinimu, grindziamu nuolatiniu vertinimu, analize, gerosios
patirties sklaida ir naujoviy jgyvendinimu ir kryptinga veikla, orientuota j tiksly jgyvendinima.
Racionaliy sprendimy priémimas socialiniy darbuotojy lyderystés raiskos kontekste jtakoja tiksly
jgyvendinima, kurj iliustruoja jstaigos bendruomenés skatinimas ir jgalinimas susitarti ir priimti

reik§mingus sprendimus kokybiniams pokyc¢iams.
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Rekomendacijos

Remiantis empirinio tyrimo rezultatais, parengtos socialinio darbuotojo lyderystés kompetencijos

tobulinimo veiklos su nejgaliaisiais procese rekomendacijos:

1. Vizijos kiirimas ir organizacijos veiklos krypc¢iy nustatymas: socialines paslaugas

nejgaliesiems teikiancios jstaigos vadovas turi gebéti telkti jstaigos bendruomeng organizacijos

vizijai formuluoti, jkvépti visiems bendruomenés nariams bendrg veiklos prasme¢ ir auksty

rezultaty siekj, skatinti grupés tiksly pripazinima, stebéti organizacinius pasiekimus.

2. Asmeny supratimas ir ugdymas: jstaigos vadovas turi gebéti intelektualiai skatinti jstaigos

bendruomeng, teikti individualig paramg ir savo elgesiu rodyti pavyzdj kitiems; kaupti Zinias ir

igtidzius, kuriy jstaigos personalui reikia organizacijos tikslams pasiekti.

3. Organizacijos pertvarkymas: jstaigos vadovas turi gebéti puoseléti ir kurti bendradarbiavimu

pagrista organizacijos kultiirg; tvarkyti artimaja aplinka ir darbo salygas; kurti ir iSlaikyti

produktyvius santykius su klientais ir vietos bendruomene; jtraukti jstaiga j platesne aplinka.

4. Ugdymo ir ugdymosi programos jgyvendinimas: jstaigos vadovas turi kurti personalui puikias

darbo salygas; puoseléti organizacijos stabilumg ir skatinti prasmingus pokycius; turi gebeéti

pletoti veiksmingg 1 mokymasi sutelkta lyderyste; stebéti jstaigos veiklg ir jos rezultatus.

51



LITERATURA

. Adomaitiené, J., BalCitinien¢, R. (2017). Asmeny, dirbanciy socialiniy paslaugy sektoriuje,
kompetencijos ir jy tobulinimo galimybés. Andragogika, 1 (8), 76-80. Zidiréta 2020-02-17
internete: http://journals.ku.lt/index.php/andragogy/article/view/1719/pdf

v —

baigiamasis darbas. Kaunas: Vytauto didZiojo universitetas. Zidiréta 2020-09-23 internete:
https://www.vdu.lt/cris/handle/20.500.12259/106802
. Albrithen, A., Yalli, N. (2015). Medical Social Workers’ Perceptions Related to Interprofessional

Teamwork at Hospitals. Journal of Social Service Research, 0:1-10. Ziaréta 2020-10-29

internete:

https://scholar.google.lt/scholar?hl=1t&as sdt=0%2C5&0=%29.+Medical+Social+Workers%E
2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG

. Alter, K. (2007). Social Enterprise Typology. Zitréta 2020-04-25 internete:

http://rinovations.edublogs.org/files/2008/07/setypology.pdf
. Andriukaitiené¢, R., Voronkova, V., Kyvliuk, O., Maksimenyuk, M., Sakun, A. (2017).

Theoretical insights into expression of leadership competencies in the process of management.
Problems and Perspectives in Management, 1, 220-226.

. Avey, J. B., Hughes, L. W., Norman, A. M., Luthans, K. W. (2008). Using positivity,
transformational leadership and empowerment to combat employee negativity. Leadership &
Organization Development Journal, Vol. 29, No. 2, p.110-126. Ziaréta 2020-10-28 internete:
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using

-positivity-transformational-leadership-and-empowerment-to-combat-employee-neqgativity

. Baravykaité — Dagiené, A., Burvyté, S. (2019). Pedagogy nuostatos dé¢l komandinés lyderystes
raiSkos ikimokyklinio ugdymo jstaigy projektinéje veikloje. Vytauto DidZiojo universiteto
Svietimo akademija, 2, 37-53. Zitiréta 2020-10-28 internete:
https://www.vdu.lt/cris/handle/20.500.12259/103756

. Barynien¢, J., Pauzaite, Z., Cibulskaite, J. (2014). Verslumo ugdymo visuotinumo politinés ir
teisinés iniciatyvos. Viesoji politika ir administravimas. Kauno technologijos universitetas.
Bheemappa, A. (2003). Entrepreneurship development in agriculture. Yogana. Vol.47, No.12, p.
19-20. Zitréta 2020-03-02 internete:

52


http://journals.ku.lt/index.php/andragogy/article/view/1719/pdf
https://www.vdu.lt/cris/handle/20.500.12259/106802
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=%29.+Medical+Social+Workers%E2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=%29.+Medical+Social+Workers%E2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG
http://rinovations.edublogs.org/files/2008/07/setypology.pdf
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using-positivity-transformational-leadership-and-empowerment-to-combat-employee-negativity
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using-positivity-transformational-leadership-and-empowerment-to-combat-employee-negativity
https://www.vdu.lt/cris/handle/20.500.12259/103756

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Bujokaité, M. (2012). Socialinio pedagogo lyderysté mokykloje: socialiniy pedagogy pozitris.
Jaunyjy mokslininky darbai, 4 (37), 8-13.

Casey, J., Simon, S., Graham, W. Optimising leadership: Conceptualising cognitive constraints
of sociality and collaboration in Australian secondary schools. Improving Schools. Zitiréta 2020-
10-29 internete: https://journals.sagepub.com/doi/10.1177/1365480220958498

Creswell, J., W. (2014) Research design: qualitative, quantitative, and mixed methods

approaches. Thousand Oaks (Calif.): Sage Publications.

Cizikiené, J. (2020). Vadovy lyderysté pasirenkant diegti Europos socialiniy paslaugy kokybés
uztikrinimo sistemq. Daktaro disertacija. Vilnius: Mykolo Romerio universitetas.

Damkuviené, M., Valuckiené, J., BalCitinas, S., Petukiené, E. (2019). Lyderysté organizacijos
kaitai: jkvepiantis tango. Mokymosi uzsienyje sqlygota lyderysté mokyklos kaitai. Siauliai: Siauliy
universitetas.

Dromantaité, A., RaiSiené, A. G., Racelyté, D., Juréiukonyté, A., Vysniauskiené, L. (2012).
Organizacinés elgsenos pagrindai. Vilnius: Mykolo Romerio universitetas. Zifiréta 2020-10-29
internete:

https://wdn.ipublishcentral.com/association lithuania serials/viewinsidehtm|/28515372845098.

Dromantas, M. (2008). Komandinis darbas Lietuvos organizacijose: diagnostinis aspektas.
Mokslo darbai (socialiniai mokslai, vadyba ir administravimas, 03S), 15 (4), 50-51. Zitiréta
2020-10-28 internete:
https://scholar.google.lt/scholar?hl=1t&as_sdt=0%2C5&g=12.%09Dromantas%2C+M.+%2820

08%29.+Komandinis+darbas+Lietuvos+organizacijose%3A+diagnostinis+aspektas.+ Mokslo+d

arbai+%28socialiniai+mokslai%2C+vadyba+ir+administravimas&btnG

EQUASS (2017). 2018 m. EQUASS Assurance zZenklo pripaZinimo principai, kriterijai ir
rodikliai. Brussels, Belgium. EQUASS.

Europos ir Lietuvos §vietimo tikslai. (2013). Ziaréta 2020-04-24  internete:

https://www.sac.smm.lt/wp-content/uploads/2018/04/Lietuvos-svietimas-Europos-svietimo-
siekiukontekste-2013-11.pdf

Europos Parlamento ir Tarybos rekomendacija dél bendryjy visa gyvenima trunkanc¢io mokymosi
gebéjimy.  (2006/962/EB). Ziaréta 2020-04-25 internete:  https://eur-lex.europa.eu/legal-
content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN

Fawcett B., Hanlon, M. (2009). The ,return to community*“: challenges to human service

professionals. Journal of Sociology, 45(4), p. 433-444. Zitiréta 2020-03-04 internete:

53


https://journals.sagepub.com/doi/10.1177/1365480220958498
https://wdn.ipublishcentral.com/association_lithuania_serials/viewinsidehtml/28515372845098
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=12.%09Dromantas%2C+M.+%282008%29.+Komandinis+darbas+Lietuvos+organizacijose%3A+diagnostinis+aspektas.+Mokslo+darbai+%28socialiniai+mokslai%2C+vadyba+ir+administravimas&btnG
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=12.%09Dromantas%2C+M.+%282008%29.+Komandinis+darbas+Lietuvos+organizacijose%3A+diagnostinis+aspektas.+Mokslo+darbai+%28socialiniai+mokslai%2C+vadyba+ir+administravimas&btnG
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=12.%09Dromantas%2C+M.+%282008%29.+Komandinis+darbas+Lietuvos+organizacijose%3A+diagnostinis+aspektas.+Mokslo+darbai+%28socialiniai+mokslai%2C+vadyba+ir+administravimas&btnG
https://www.sac.smm.lt/wp-content/uploads/2018/04/Lietuvos-svietimas-Europos-svietimo-siekiukontekste-2013-11.pdf
https://www.sac.smm.lt/wp-content/uploads/2018/04/Lietuvos-svietimas-Europos-svietimo-siekiukontekste-2013-11.pdf
https://eur-lex.europa.eu/legal-content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN
https://eur-lex.europa.eu/legal-content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN

21.

22.

23.

24,

25.

26.

http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Onli
ne%20journal%20readings/Chapter%202/Article%20-
%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20comm
unity.PDF

Franklin, C. M., Bernhardt, J. M., Lopez, R.P., Long-Middleton, E. R., Davis,S. (2015).
Interprofessional Teamwork and Collaboration Between Community Health Workers and

Healthcare Teams: An Integrative Review. Health Services Research and Manageria, 1-9, 2-4.
Epidemiology. Zitréta 2020-02-15 internete:
https://journals.sagepub.com/doi/10.1177/2333392815573312

Gaizauskaité, 1., Mikéné, S. (2014). Socialiniy tyrimy metodai: apklausa. Vilnius: Mykolo

Romerio universitetas.

Gevorgianiené, V., Fargion, S. (2012). Verslumas socialiniame darbe — profesijos bruozas ar
i$5tikis? ACTA PEDAGOGICA VILNENSIA, 28, 83-95. Vilniaus universitetas. Zitiréta 2020-04-
13 internete: http://www.zurnalai.vu.lt/files/journals/157/articles/2935/public/83-95.pdf

Grazulis, V. (2014). Komandinis darbas organizacijose. Vilnius: Mykolo Romerio universitetas.
Ziuréta 2020-12-01 internete: https://www.Ivb.lt/primo-
explore/fulldisplay?docid=ELABAPDB3279419&context=L &vid=ELABA&Ilang=It L T&sear
ch_scope=el ABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contain
s,grazulis%20%20komandinis%20darbas&offset=0

Gudzinskiene, V., Geciene, J. (2018). Socialinés globos paslaugas teikianCiy jstaigy vadovy
pozitris ] teikiamy paslaugy kokybe. Socialinis darbas, 16 (2), 165-189.

Hall, P. (2005). Interprofessional teamwork: Professional cultures as barriers. Journal of
Interprofessional Care 1, 188-196. Zitiréta 2020-10-29 internete:
https://scholar.google.lt/scholar?hl=It&as_sdt=0%2C5&qg=Interprofessional+teamwork%3A+Pr

ofessional+cultures+as+barriers&btnG
http://shura.shu.ac.uk/13691/1/Sample%20Chapter%20%28The%20Politics%200f%20Social%
20Enterprise%29.pdf
http://web.ebscohost.com/ehost/pdfviewer/pdfviewer?vid=5&sid=3c787935-6501-4f04-
855e15efa0f1bbf9%40sessionmgrll1&hid=11
http://www.ekmair.ukma.edu.ua/bitstream/handle/123456789/529/Semigina_Gryga_Volgina_S

ocial%20Work.pdf?sequence=1&isAllowed=y.

https://ssir.org/articles/entry/social entrepreneurship the case for definition

54


http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
https://journals.sagepub.com/doi/10.1177/2333392815573312
http://www.zurnalai.vu.lt/files/journals/157/articles/2935/public/83-95.pdf
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=Interprofessional+teamwork%3A+Professional+cultures+as+barriers&btnG
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=Interprofessional+teamwork%3A+Professional+cultures+as+barriers&btnG
http://shura.shu.ac.uk/13691/1/Sample%20Chapter%20%28The%20Politics%20of%20Social%20Enterprise%29.pdf
http://shura.shu.ac.uk/13691/1/Sample%20Chapter%20%28The%20Politics%20of%20Social%20Enterprise%29.pdf
http://web.ebscohost.com/ehost/pdfviewer/pdfviewer?vid=5&sid=3c787935-6501-4f04-855e15efa0f1bbf9%40sessionmgr111&hid=11
http://web.ebscohost.com/ehost/pdfviewer/pdfviewer?vid=5&sid=3c787935-6501-4f04-855e15efa0f1bbf9%40sessionmgr111&hid=11
http://www.ekmair.ukma.edu.ua/bitstream/handle/123456789/529/Semigina_Gryga_Volgina_Social%20Work.pdf?sequence=1&isAllowed=y
http://www.ekmair.ukma.edu.ua/bitstream/handle/123456789/529/Semigina_Gryga_Volgina_Social%20Work.pdf?sequence=1&isAllowed=y
https://ssir.org/articles/entry/social_entrepreneurship_the_case_for_definition

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.
37.

https://www.mruni.eu/upload/iblock/d48/6 sadauskas leliugiene.pdf

Izokaitis, M., Liuima, V., Stonien¢, L., Vitkiinien¢, O. (2015). Psichikos sveikatos prieziiiros
paslaugy prieinamumo vaikams, turintiems psichikos, elgesio ir emocijy sutrikimy, Lietuvoje
apzvalga. Visuomenés Sveikata, 30 (70), 20-24.

Jakaitiene, A. (2011). Komandinio darbo veiksmingumas dirbant su socialinés rizikos Seimomis.
Magistro baigiamasis darbas. Kaunas: Vytauto DidZiojo universitetas. Zidiréta 2020-11-20
intenete: https://vb.vdu.lt/object/elaba:1953240/

Jakubavicius, A., Strazdiené, G., Vilys, M., Burinskien¢, A., Zemaitis, E., Pipirien¢, V. (2014).
Ziniomis gristo verslumo skatinimas: metodai ir taikymo praktika. Mokomoji knyga. Vilnius:
Technika.

Jaskyté, K., Kisieliené, A. (2006). Organizational factors, leadership practices and adoption of

technological and administrative innovations: an exploratory study of Lithuanian nonprofit

social service organizations. Zitiréta 2020-04-24 internete: https://www. European Journal of

Social Work, tandfonline.com/toc/cesw20/current

Jia, X., Chen, J., Mei, L., Wu, Qian. (2018). How leadership matters in organizational innovation:
a perspective of openness. Management Decision, Vol. 56, No. 1, p. 6-25. Ziaréta 2020-12-17
internete: https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-
0415/tull/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-

openness

Kaffemanien¢, I. 2006. Negalés ir socialinés gerovés tyrimy metodologiniai aspektai. Siauliai:
Siauliy universiteto leidykla.

Kardelis, K. (2016). Moksliniy tyrimy metodologija ir metodai. Vilnius: Mokslo ir enciklopedijy
leidybos centras.

Kavaliauskiené, V. (2010). Refleksijos kultiira — socialinio darbuotojo profesinés veiklos raiskos
aspektas. ACTA PAEDAGOGICA VILNENSIA, T. 25. Ziaréta 2020-04-17 internete:
http://www.zurnalai.vu.lt/files/journals/157/articles/3000/public/159-171.pdf

Kiaunyte, A., Veckiene, N. (2011). Socialiniy darbuotojy, patirianciy pokycCius profesingje
veikloje, poreikis paramai: supervizijos perspektyva. Sveikatos mokslai, Nr. 7, 207-215.
Korzun, K.(2012). Education: Equal but Separate? Transitions Online, no 06/18, p. 18-25.
Leonaviciené, T. (2007). SPSS programy paketo taikymas statistiniuose tyrimuose. Vilnius:
Vilniaus pedagoginio universiteto leidykla.

55


https://www.mruni.eu/upload/iblock/d48/6_sadauskas_leliugiene.pdf
https://vb.vdu.lt/object/elaba:1953240/
https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
http://www.zurnalai.vu.lt/files/journals/157/articles/3000/public/159-171.pdf

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

Liekis, A., Tolutiené, G. (2018). Andragogo lyderystés raiskos galimybés edukaciniu aspektu.
Tiltai, 81 (3), 127-148.

Lipinskiené, D. (2011). Organizaciné elgsena. Mokomoji medziaga su praktinémis uzduotimis.
Klaipéda: Zitréta 2020-10-28 internete:
http://www.esparama.lt/es_parama_pletra/failai/ESFproduktai/2011 Organizacine_elgsena.pdf

LR Lietuvos socialiniy darbuotojy etikos kodeksas, patvirtintas Lietuvos socialiniy darbuotojy
asociacijos suvaziavime 2017 m. geguzés 26 d.

LR Socialiniy paslaugy jstatymas, patvirtintas Lietuvos Respublikos Seimo 2006 m. sausio 19 d.
jsakymu Nr. X-493. Ziréta 2020-10-30 internete: https://e-
seimas.|rs.It/portal/legal Act/It/TAD/TAIS.270342

Luobikiené, I. (2000). Sociologija: bendrieji pagrindai ir tyrimy metodika. Mokomoji knyga.
Kaunas: Technologija.

Marmiené, L., Kalédiene, R., Kaseliene, S., Vladickien¢, J. (2015). Gydytojy ir slaugytojy
poziiiris ] komandinj darbg Lietuvos bendrojo pobtdzio ligoninése. Visuomenés sveikata, 2 (69),
50-54. Zitiréta 2020-02-17 internete:
https://www.hi.lt/uploads/pdf/visuomenes%20sveikata/2015.2(69)/VS%202015%202(69)%200
RIG%20Komandinis%20darbas.pdf

Martin, R., Osberg, S. (2007). Social Entrepreneurship: The Case for Definition. Stanford Social

Innovation Review. Ziiréta 2020-02-09 internete:

McDonald, C. (2006). Challenging social work: the institutional context of practice. NY:
Palgrave Macmillan. Zitiréta 2020-10-29 internete:
http://ndl.ethernet.edu.et/bitstream/123456789/6386/1/151.pdf.pdf

Minelgaite, 1., Vaiciukynaite, E. (2017). I sekéja orientuota lyderyste ir emocijos: tarpdisciplininé
perspektyva. Socialiniai tyrimai, 40 (1), 38-46.

Motiec¢ien¢, R., VySniauskyté-Rimkieneé, J., Varzinskien, L. (2013). Darbo su socialinés rizikos
Seimomis tarpsektorinés komandos modelis pirminés sveikatos prieziiiros sistemoje. Filosofija.
Sociologija, 4:200-208. Zitréta 2020-11-20 internete: https://www.ceeol.com/search/article-
detail?1d=162796

Nancarrow, A, S., Booth, A., Ariss, S., Smith, T., Enderby, P., Roots, A., (2013). Ten principles
of good interdisciplinary team work. Human Resources for Healt. Zitiréta 2020-11-24 internete:
https://link.springer.com/article/10.1186/1478-4491-11-19

56


http://www.esparama.lt/es_parama_pletra/failai/ESFproduktai/2011_Organizacine_elgsena.pdf
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.270342
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.270342
https://www.hi.lt/uploads/pdf/visuomenes%20sveikata/2015.2(69)/VS%202015%202(69)%20ORIG%20Komandinis%20darbas.pdf
https://www.hi.lt/uploads/pdf/visuomenes%20sveikata/2015.2(69)/VS%202015%202(69)%20ORIG%20Komandinis%20darbas.pdf
http://ndl.ethernet.edu.et/bitstream/123456789/6386/1/151.pdf.pdf
https://www.ceeol.com/search/article-detail?id=162796
https://www.ceeol.com/search/article-detail?id=162796
https://link.springer.com/article/10.1186/1478-4491-11-19

49.

50.

51.

52.

53.

54,

55.

56.

57.

58.

59.

Nedzinskaité, R., Barkauskaite, M. (2017). Mokytojo profesionalumg lemiantys transformacinés
lyderystés gebéjimai: mokytojy praktiky pozitiris. Pedagogika, 125 (1), 37-56.

Neumann, V., Gutenbrunner, C., Fialka-Moser, V., Christodoulou, N., Varela, E., Giustini, A.,
Delarque, A. (2009). Interdisciplinary team working in physical and rehabilitation medicine. J
Rehabil Med : 42, 4-8. Zitiréta 2020-11-18 internete:
https://www.ingentaconnect.com/content/mjl/sren/2010/00000042/00000001/art00002#
Northen, H. Kurland, R., (2001). Social work with groups, third edition. New York: Columbia

university press all rights reserved.

Northouse, P. G. (2014). Introduction to leadership: Concepts and practice. Thousand Oaks, CA:
Sage.

Norzailan, Z., Yusof, S., Othman, R. (2016). Developing strategic leadership competencies.
Journal of Advanced Management Science, 4 (1), 66-71.

Peters, S.C., (2017). Defining social work leadership: a theoretical and conceptual review and
analysis. Psychotherapeutic Approaches in Health, Welfare and the Community. Zitiréta 2020-
11-27 internete:
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfam
QRSAAAAA%3ANhsY GcIWYNQgIGOUS7SYeY6jelMmOXVONKZpiRyoDIHHIQIAIKUY|Q
FzJRU9XAQeEFNgPDgIQURGB6g

Petrauskiené, A. (2011). Interdisciplininis bendradarbiavimas socialinio darbo praktikoje.

Socialinis darbas, 1:42-48. Ziaréta 2020-11-20 internete; https://www.ceeol.com/search/article-
detail?id=80503

Pileckiené, D., Zadeikaite, L. (2009). Vadovo lyderystés gebéjimy ugdymas socialines paslaugas
teikianCiose organizacijose. Socialinis ugdymas, 10 (21), 131-142.

Pilipavi¢ien¢, E., (2006). Socialiniy paslaugy teikimo organizavimas. Jaunasis mokslininkas.
Lietuvos 7emés ikio universitetas. Ziliréta 2020-11-30 internete: http://jaunasis-
mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf

Piskinaité, G., (2019). Darbuotojy pozitirio | komandinj darbg ir pacienty saugg vertinimas
LSMUL Neonatologijos klinikoje. Magistro darbas. Kaunas: Lietuvos sveikatos moksly
universitetas. Zitiréta 2020-12-01 internete:
https://www.lsmuni.lt/cris/handle/20.500.12512/102963

Polyshuk, V. (2003). Development of on-going professional training for social sphere in Ukraine

/I Reforming social services in Ukraine: the current situation and the perspectives: International

57


https://www.ingentaconnect.com/content/mjl/sreh/2010/00000042/00000001/art00002
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
https://www.ceeol.com/search/article-detail?id=80503
https://www.ceeol.com/search/article-detail?id=80503
http://jaunasis-mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf
http://jaunasis-mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf
https://www.lsmuni.lt/cris/handle/20.500.12512/102963

60.

61.

62.

63.

64.

65.

66.

67.

68.

scientificpractical conference digest / Ed. By N. Nikalo, B. MacKenzie. - Lviv; Winnipeg: Malti-
M. - Lviv, p. 39-40.

Raisiené, A., (2005). Bendradarbiavimo kaip vieSojo sektoriaus veiklos organizavimo
alternatyvos teoriniai aspektai. Ekonomika ir vadyba: aktualijos ir perspektyvos. Mykolo
Romerio universitetas. Ziaréta 2020-11-25 internete:

https://www.researchgate.net/publication/268288295 Bendradarbiavimo kaip viesojo sektoria

us veiklos organizavimo alternatyvos teoriniai aspektai

Reinikoviené, A., (2008). Socialiniy pedagogy ir socialiniy darbuotojy bendradarbiavimo
galimybés. Magistro baigiamasis darbas. Kaunas: Vytauto DidZiojo universitetas. Zitiréta 2020-
11-25 internete: https://vb.vdu.lt/object/elaba:2103279/.

Ridley-Duff, R., J., Bull, M. (2016). Understanding Social Enterprise, London: Sage

Publications.

Rimdeikien¢, S., Ciuberkiené, R. (2005). Komandinio (multidisciplininio) socialinio darbo
modelio samprata bei diegimas Lietuvoje. Jaunyjy mokslininky darbai, 3 (7):88-93. Ziuréta
2020-11-20 internete: https://www.ceeol.com/search/article-detail?id=68484.

Rimsien¢, R. (2006). Socialinio darbuotojo darbas komandoje: esama padétis ir perspektyvos.
Magistro darbas. Vilnius: Vilniaus pedagoginis universitetas. Zitiréta 2020-11-17 internete:
http://talpykla.elaba.lt/elaba-fedora/objects/elaba:2099300/datastreams/MAIN/content

Robbins, S. P. (2003). Organizacinés elgsenos pagrindai. Poligrafika ir informatika. Zitiréta
2020-10-30 internete:

http://elibrary.It/resursai/Leidiniai/Litfund/Lithfund leidiniai/verslas/Robbins organizacines el

gsenos padrindai.pdf.

Rutkauskaite, G. (2017). N ligoninés medicinos personalo nuomonés apie komandinj darbg
jvertinimas. Antrosios pakopos baigiamasis darbas. Kaunas: Lietuvos sveikatos moksly
universitetas. Zitiréta 2020-09-28 internete:
https://publications.Ismuni.lt/object/elaba:22730496/.

Sadauskas, J., Lelitigiené, 1. (2010). Socialinio darbuotojo kompetencijos veikti bendruomenéje
struktiira. Socialinis darbas. Zitiréta 2020-03-18 internete:

Savukynaité, G. (2008). Socialiniy darbuotojy poziiiris j komandinj darbg. Magistro darbas.
Vilnius:  Vilniaus  pedagoginis  universitetas.  Ziaréta  2020-10-29 internete:
https://www.lvb.It/primo-

explore/fulldisplay?docid=ELABAETD1821540&context=L &vid=ELABA&Ilang=It LT&sear

58


https://www.researchgate.net/publication/268288295_Bendradarbiavimo_kaip_viesojo_sektoriaus_veiklos_organizavimo_alternatyvos_teoriniai_aspektai
https://www.researchgate.net/publication/268288295_Bendradarbiavimo_kaip_viesojo_sektoriaus_veiklos_organizavimo_alternatyvos_teoriniai_aspektai
https://vb.vdu.lt/object/elaba:2103279/
https://www.ceeol.com/search/article-detail?id=68484
http://talpykla.elaba.lt/elaba-fedora/objects/elaba:2099300/datastreams/MAIN/content
http://elibrary.lt/resursai/Leidiniai/Litfund/Lithfund_leidiniai/verslas/Robbins_organizacines_elgsenos_pagrindai.pdf
http://elibrary.lt/resursai/Leidiniai/Litfund/Lithfund_leidiniai/verslas/Robbins_organizacines_elgsenos_pagrindai.pdf
https://publications.lsmuni.lt/object/elaba:22730496/
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0

69.

70.

71.

72.

73.

74.

75.

76.

77.

ch_scope=el ABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contain
5,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B
3%20p0%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20
Magistro%20darbas&offset=0.

Seilius, A., Simanskien¢, L. (2008). Grupé ir komanda: ar galima déti lygybés Zenkla?
Organizacijy vadyba:  sisteminiai tyrimai, 47:107-121. Zidréta 2020-11-18 internete:
https://www.ceeol.com/search/article-detail ?id=50430.

Semigina, T. (2005). Professional social work: 10 years of sustaining in NaUKMA and outside.
In O. Homilko (ed.), Poklykannia universytetu (pp. 203-13). Kyiv: Yanko, Veselka. Zitiréta
2020-10-29 internete: https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-
Boyko Chap19 9781743324042.pdf?sequence=1&isAllowed=y

Semigina, T., Boyko, O. (2014). Social work education in the post-socialist and post-modern era:

the case of Ukraine. Global social work: crossing borders, blurring boundaries, 19, p. 257-269.
Zitiréta 2020-10-29 internete:
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-

Boyko Chap19 9781743324042.pdf?sequence=1&isAllowed=y

Semigina, T., Gryga, 1., Volgina, O. (2005). Social Work Education in Ukraine. Zitréta 2020-10-
29 internete:

https://www.researchgate.net/publication/277028991 Social Work Education in Ukraine

Semionovien¢, R. (2014). Socialinio darbuotojo profesiné gerové: socialiniy darbuotojy
profesinés patirties refleksija. Magistro baigiamasis darbas. Kaunas: Vytauto DidZiojo
universitetas. Zitiréta 2020-11-23 internete: https://vb.vdu.lt/object/elaba:2140143/.

Shivali, S. (2017). Emotional Profile of a Leader: Top 10 Leadership Competencies Identified.
Zitiréta 2020-02-23 internete: https://ssrn.com/abstract=3021064

Skarbaliené, A. (2015). Mokytojy mentoriy lyderystés kompetencijos kaip student lyderystés
kompetencijy ugdymo veiksnys. Daktaro disertacija. Klaipéda: Klaipédos universiteto leidykla.
Skarbalien¢, A., Rupsiené, L. (2011). Lyderystés kompetencijy ugdymas Lietuvos universitety
pedagogy rengimo programose. Andragogika, 2, 208-217.

Sparks, A., O‘Connor, P. J. (2020). State extraversion and emergent leadership: Do introverts
emerge as leaders when they act like extraverts? The Leadership Quarterly. Zitréta 2020-11-25
internete: https://www.sciencedirect.com/science/article/pii/S1048984320301016?via%3Dihub

59


https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.ceeol.com/search/article-detail?id=50430
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://www.researchgate.net/publication/277028991_Social_Work_Education_in_Ukraine
https://vb.vdu.lt/object/elaba:2140143/
https://ssrn.com/abstract=3021064
https://www.sciencedirect.com/science/article/pii/S1048984320301016?via%3Dihub

78.

79.

80.

81.

82.

83.

84.

85.

86.

87.

Staniuliené, S. (2012). Tinklaveikos i$Stkiai socialiniam darbui. Kultiira ir visuomené, 3(1).
Kaunas: Vytauto Didziojo universitetas. Zitréta 2020-11-25 internete:
https://www.ceeol.com/search/article-detail?id=81699.

Sullivan, W.P. (2016). Leadership in Social Work: Where Are We? Journal of Social Work
Education, 52 (1), 51-61. Ziaréta 2020-02-23 internete:
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.11746447?scroll=top&needAcces

s=true

Salkauskiené, L. (2011). Komandinio darbo tobulinimas Lietuvos organizacijy pavyzdZiu.
Daktaro disertacija: Socialiniai mokslai, vadyba ir administravimas, 03 S. Kaunas: Vytauto
Didziojo universitetas. Zitréta 2020-11-22 internete:
https://www.vdu.lt/cris/handle/20.500.12259/56169.

Silingiené, V. (2011). Lyderystés kompetencijos raiska individualios karjeros kontekste.
Ekonomika ir vadyba, 16, 961-968.

Silingiené, V., Stukaité, D. (2019). Komunikacine elgsena lemianéiy socialinés ir emocinés

lyderystés kompetencijy raiSka Lietuvos organizacijose ly¢iy aspektu. Informacijos mokslai, 85,
51-68.

Uzkuraityté, M., (2013). Ikimokyklinés ugdymo jstaigos dalyviy bendradarbiavimo ypatumai
kaip ugdymo kokybés valdymo veiksnys. Magistro darbas. Siauliai: Siauliy universitetas. Zitiréta
2020-11-25 internete: https://gs.elaba.lt/object/elaba:6078111/.

Vaicekauskiené, V. (2001). Komandinio darbo svarba socialiniame darbe. Socialiné teorija,
empirija, politika ir praktika. Zitiréta 2020-11-30 internete:
https://www.zurnalai.vu.lt/STEPP/article/view/8512.

Vaicekauskien¢, V., Jankiiniene, 1. (2009). Socialinio darbuotojo veiklos komandoje ypatumai
gydant pacienta. Pedagogika. Zitiréta 2020-10-29 internete:

https://www.ceeol.com/search/article-detail?id=112663.

Valackiené, A., Mikéné, S. (2008). Sociologinis tyrimas: metodologija ir atlikimo metodika.
Kaunas: Technologija.

Valinevicien¢, G., Starkute, J. (2019). Oficialaus ir paslépto curriculum raiska aukstojo mokslo
studijy edukacinése aplinkose taikant mokymosi bendradarbiaujant principus. Tiltai, 1, 77-94.
Zitréta 2020-03-06 internete:
https://www.researchgate.net/publication/325410331_OFICIALAUS IR_PASLEPTO CURRI

60


https://www.ceeol.com/search/article-detail?id=81699
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.1174644?scroll=top&needAccess=true
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.1174644?scroll=top&needAccess=true
https://www.vdu.lt/cris/handle/20.500.12259/56169
https://gs.elaba.lt/object/elaba:6078111/
https://www.zurnalai.vu.lt/STEPP/article/view/8512
https://www.ceeol.com/search/article-detail?id=112663
https://www.researchgate.net/publication/325410331_OFICIALAUS_IR_PASLEPTO_CURRICULUM_RAISKA_AUKSTOJO_MOKSLO_STUDIJU_EDUKACINESE_APLINKOSE_TAIKANT_MOKYMOSI_BENDRADARBIAUJANT_PRINCIPUS

88.

89.

90.

91.

92.

93.

94.
95.
96.

CULUM_RAISKA AUKSTOJO MOKSLO STUDIJU_EDUKACINESE_APLINKOSE_TAI
KANT_MOKYMOSI_BENDRADARBIAUJANT_PRINCIPUS.

Veckieng, N. P., Bruneviciiité, R., Eidukevicitte, J. (2018). Tarpdisciplininis bendradarbiavimas

kuriant vienijan¢ig aplinkg. Tiltai, 1, 96-100. Ziaréta 2020-02-17  internete:
http://journals.ku.lt/index.php/tiltai/article/view/1759.

Vietrinieng, R. (2014). Komandinis darbas ir socialinio darbuotojo vaidmuo psichikos sveikatos
centruose. Magistro diplominis darbas. Kaunas: Lietuvos sveikatos moksly universitetas. Zifiréta
2020-10-30 internete: https://www.Ismuni.lt/cris/handle/20.500.12512/102729.

Vivier, E., De Jongh, D., Thompson, L. (2020). Public leadership and participation:

understanding the experiences of South African local government officials’ engagement within
informal settlements in the Western Cape. Public Management Review, p. 1-19. Zitréta 2020-12-
20 internete:
https://www.tandfonline.com/doi/epub/10.1080/14719037.2020.1764082?need Access=true

Vveinhardt, J., Banikonyté, J. (2017). Socialinés grupés darnos vystymo perspektyvos mazinant
socialinj dykinéjima. Organizacijy vadyba: sisteminiai tyrimai. Kaunas: Vytauto DidZziojo
universitetas.  Ziliréta  2020-11-20  internete:  https://www.ceeol.com/search/article-
detail?id=547915

Xyrichis, A., Ream, E. (2007). Teamwork: a concept analysis. Jan theoretical paper. Blackwell
Publishing Ltd. p. 233-238. Ziaréta 2020-10-29 internete:

https://www.researchgate.net/publication/5663664 Teamwork a Concept Analysis.

Zhylinkova, 1. (2009). Children's Rights in Post-Soviet Ukraine. International Journal of
Children ‘s Rights, 17, p. 647-660.

Zydzianaité, V. (2008). Tyrimo dizainas: struktiira ir strategijos. Kaunas: Technologija.
Zydzitinaité, V., Sabaliauskas, S. (2017). Kokybiniai tyrimai. Principai ir metodai. Vilnius: Vaga.
Ziobien¢, R. (2009). Komandinio darbo raiskos Prieny rajono ir Siiduvos vietos veiklos grupése
vertinimas. Jaunasis mokslininkas. Kaunas: Lietuvos Zemés iikio universitetas. Zitréta 2020-10-
29 internete: https://www.vdu.lt/cris/bitstream/20.500.12259/62350/1/ISSN1822-
9913_2009.pdf#page=145.

61


https://www.researchgate.net/publication/325410331_OFICIALAUS_IR_PASLEPTO_CURRICULUM_RAISKA_AUKSTOJO_MOKSLO_STUDIJU_EDUKACINESE_APLINKOSE_TAIKANT_MOKYMOSI_BENDRADARBIAUJANT_PRINCIPUS
https://www.researchgate.net/publication/325410331_OFICIALAUS_IR_PASLEPTO_CURRICULUM_RAISKA_AUKSTOJO_MOKSLO_STUDIJU_EDUKACINESE_APLINKOSE_TAIKANT_MOKYMOSI_BENDRADARBIAUJANT_PRINCIPUS
http://journals.ku.lt/index.php/tiltai/article/view/1759
https://www.lsmuni.lt/cris/handle/20.500.12512/102729
https://www.tandfonline.com/doi/epub/10.1080/14719037.2020.1764082?needAccess=true
https://www.ceeol.com/search/article-detail?id=547915
https://www.ceeol.com/search/article-detail?id=547915
https://www.researchgate.net/publication/5663664_Teamwork_a_Concept_Analysis
https://www.vdu.lt/cris/bitstream/20.500.12259/62350/1/ISSN1822-9913_2009.pdf#page=145
https://www.vdu.lt/cris/bitstream/20.500.12259/62350/1/ISSN1822-9913_2009.pdf#page=145

Summary

62



VILNIUS UNIVERSITY
SIAULIAI ACADEMY

OPEN INTERNATIONAL UNIVERSITY OF HUMAN DEVELOPMENT
,,UKRAINE*

MASTER'S DEGREE PROGRAM IN SOCIAL WORK

ARNAS SOLOGUBAS

Master thesis

EXPRESSION OF LEADERSHIP COMPETENCE IN THE CONTEXT OF
ACTIVITIES OF THE SOCIAL WORKER WITH PEOPLE WITH
DISABILITIES

Supervisor: prof. dr. Remigijus Bubnys

Siauliai, 2021

63



Introduction

The problem and the relevance of the study. The theoretical discourse about leadership theories
helps to understand that the idea of leadership is ambiguously treated and appreciated by representatives
of different theories and branches of science. To date, there has been a worrying debate on the definition
of a concept, it is being raised in new contexts, new approaches that depend on a given period. It discusses
who, how and why he becomes a leader, how leadership works (Skarbalien¢, 2015).

With many concepts of leadership, three fundamental points can be distinguished, which are:
group, influence, purpose. The main functions of leadership are directional determination, people
aggregation, motivation and inspiration (Northouse, 2014). The modern approach to the management of
organisations emphasizes not only the importance of leaders with leadership potential. Emphasis is
placed on the need for leadership as a competence at the level of an individual who develops universal
competences that do not depend on the field of activity, consistent with his personal career goals.
Leadership competence has started to be attributed at the organization level to both the manager and the
employee, and at the individual level to any person who pursues his personal life and career goals
(Schillingien¢, 2011).

The intensive development of leadership theories and practices in the last decade has led to
leadership in the various areas. Interest in leadership in education related to quality issues of education.
In recent years, there has been an increasing examination of the way in which students are trained for
leadership in higher education (Skarbaliené, 2015). Meanwhile, leadership in social work is little
addressed. The focus here is on analysing leadership as a principle of quality assurance of service.

The leadership dimension is also mentioned in the European Quality Assurance Framework for
Social Services (hereinafter referred to as 'EQUASS'). The European Quality Assurance System for
Social Services EQUASS is a European and sector-specific quality framework for organisations that
provide social services and which are committed to the principles of fundamental values and quality in
the social sector. EQUASS aims to strengthen the social services sector by obliging service providers to
achieve quality and continuous improvement and to ensure the quality of services for users across Europe
(EQUASS 2017). One of the principles of this system is leadership, which reveals whether managers
ensure good governance, leadership and social responsibility in their activities.

Leadership on unambiguous treatment is a relevant subject of modern scientific debate. Scientific
theories developed to explain the phenomenon of leadership usually emphasise its essence and

importance in the management of organisations, where they play a decisive role in ensuring the
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effectiveness of individual people, teams and organisations in linking it to high positions or positions
(Silingiené, 2011). Foreign scientists have extensively analyzed aspects of leadership: Shivali (2017)
analyzed the emotional profile of the leader, distinguishing ten leadership competencies. Sullivan (2016)
explored leadership in social work. Norzailan, Yusof and Othman (2016) analyzed strategic, i.e. the
development of higher level of organisation, leadership competences. Andriukaitiené, Voronkova,
Kyvliuk, Maksimenyuk, Sakun (2017) emphasized the importance of the expression of leadership
competences in the management process. Various research on the leadership phenomenon is also being
carried out in Lithuania. As Minelgaité and Vai¢iukynaité (2017) point out, leadership research has long
relied on a leadership-oriented approach that is critical of the role of followers or the unequal succession
in the evaluation of the leadership process. In the meantime, the authors conducted a successive
leadership survey. Silingiené (2011) explored the expression of leadership excellence in the context of a
personalised career. Skarbaliené, Rupsiené (2011) analysed the development of leadership competencies
in teacher training programs. Bujokaité (2012) focused his study on analysing the leadership of social
educators. Liekis, Tolutiené (2018) analyzed the possibilities of andragogue leadership expression,
Silingiené, Stukaité (2019) — the expression of social and emotional leadership competences that
determine communication behaviour, Nedzinskaité, Barkauskait¢ (2017) — the professionalism of
employees, which are based on five main components: idealized influence (features), idealized influence
(behavior), inspiring motivation, intellectual promotion and individual attention. Gudzinskiené, Geciené
(2018), analyzing the attitude of the heads of institutions providing social care services to the quality of
the services provided, revealed the fact that managers are most familiar and implement the criteria of the
principle of leadership. In the meantime, Pileckien¢, Zadeikaité (2009) examined the leadership skills
development of the head in social services organizations.

As there is a noticeable lack of scientific literature and empirical research, the following
problematic research issues are raised when examining the expression of leadership competence in the
context of the social worker's activities with persons with disabilities:

1. What are the leadership characteristics of social workers working with people with disabilities?

2. In what context does the expression of the leadership competence of social workers working
with persons with disabilities can be observed?

3. What is the expediency of the leadership competence of social workers working with
disabilities?

Subject of the study. The expression of the leadership competence of the social worker.
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Purpose of the study. Analyse the expression of social worker leadership competence in the
context of activities with people with disabilities

Tasks:

1. For the purposes of scientific analysis, disclose the definition of leadership, the components of
leadership competence, the expression components of leadership competence.

2. Establish the expression of social workers' leadership characteristics in the context of activities
with persons with disabilities.

3. Identify the contexts of the leadership expression of social workers when working with people
with disabilities.

4. Reveal the expediency of social workers' leadership expression when working with people with
disabilities.

5. On the basis of the results of the empirical study, develop recommendations for improving the
leadership competence of a social worker in the process of activities with persons with disabilities.

Methods of analysis. The following test methods were selected and used in the study: theoretical
analysis, questionnaire survey and statistical descriptive analysis.

Study participants: 93 social workers working with people with disabilities.
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Importance of leadership competence in the context of social work

Cizikiené (2020) states that the welfare states, when creating a social security system, commit
themselves to ensuring a certain level of employment, income, education, medical care, social protection
and housing for all their citizens. The challenges of globalisation bring change in society, and the ongoing
processes of social transformation and modernisation of society, acquiring new content and structure,
highlight the "transition™ of society from one qualitative state to another. In addressing social problems,
most welfare states choose and implement a stable social protection system in which organisations
providing social services provide professional services and help ensure the well-being of citizens. In the
period of transformation of society, ensuring social services becomes a guarantee of social security,
increases social cohesion in society and reduces social exclusion and helps people in a problematic
situation. Every system that meets the needs of society needs is constantly updated in such a way as to
adapt to new challenges.

The social services sector, whose long-term goal is to help vulnerable groups of people, is
constantly looking for innovative and effective solutions to provide higher quality and sustainable
services. Every year, the nature and complexity of the customer problems and challenges they face are
constantly changing and complex. These challenges require social workers to lead and facilitate social
change that could have a lasting impact on both communities and individuals. The recommendations of
the European Parliament and of the Council” on key competences for lifelong learning refer to key
competences that are important for citizens, including leadership, initiative and entrepreneurship.

The social worker's goal is to find the best solution by improving the quality of life of the client
and his complex environment, and to look for solutions using acquired scientific knowledge. One of the
priority competencies highlighted in the objectives of European and Lithuanian education documents
(2013) is leadership competence. The professional practice of a social worker requires the ability to act
flexibly and creatively, tolerate uncertainty and to use it to introduce innovation. In that context, those
competences should form an integral part of the competence of the social worker.

According to Kiaunyté and Veckiené (2011), social work takes place under constant conditions
of change, therefore the requirements for the competencies required for the performance of its activities
constantly change, which affects the need to develop the competences of the social worker, since the
quality of the services provided depends directly on the competences held by the social worker. It is

7 Recommendation of the European Parliament and of the Council on key competences for lifelong learning.
(2006/962/EC). Internet access: https://eur-lex.europa.eu/legal-content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN
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noted that the social worker feels the growing need to combine two different competences— leadership
and entrepreneurship. The so-called "leadership mindset™ has naturally become part of the social worker's
activities: openness to change, the ability to recognise new opportunities, take risks, and tolerant mistakes
are singled out as key elements of leadership competence. This work takes the view that leadership
competences allow social workers to move from a reactive position — the organisation of services to
people in difficult situations — to a proactive position, by critically reflecting and creatively exploiting
experience, knowledge and ability to avoid difficult situations (Fawcett, Hanlon, 2009).

Analyzing the research of foreign authors, it is noted that the importance of leadership was widely
studied by Alter (2007), Martin, Osberg (2007), Ridley, Duff, Bull (2011), Bheemappa (2003), treating
leadership as a creative and innovative response to the environment. Lithuanian scientists Sadauskas,
Lelitigiené, etc., (2010) analyzed elements of leadership competence as an integral aspect of social work,
Jaskyté, Kisielien¢ (2006) emphasized innovation. Gevorgianiené, Fargion (2012) discusses the
importance of leadership competence in social work and describes ways of developing it. Jakubaviéius,
Strazdiené, Vilys, etc., (2014) explains leadership and the concepts that characterise it — leadership as
personal qualities, leadership as an ability, leadership as a process.

Expression of leadership competences in the social work service provision process

Cizikiené (2020) stresses that social inequalities, various social problems (such as poverty, social
and health diseases, crime, etc.) and the resulting need to help the weak, members of society facing
various social problems, have always existed in national societies. As a result, people develop and
improve social protection systems, seek effective ways and means to provide as effective assistance as
possible to a person who has lost their ability to function independently and effectively in society, while
ensuring that every member of society has access to certain assistance and support to meet his needs and
interests. In analysing the leadership of social services workers, account must be taken of the
transformations of the social services sector, which have influenced the change in leadership. Leadership
issues in the social services sector were raised in 1927. It was proposed to identify the requirements for
the worker, what skills he must have, and it was agreed that leadership skills are necessary and necessary
in social work.

For a social worker, like a leader, innovation is becoming a challenge that requires risk-taking
and tolerance of uncertainty, thoughtful action and concentration in very ambiguous circumstances. It is

claimed that the problems of the social worker are 'disorderly and difficult to define'. The ability of
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social workers to provide social services in difficult conditions is consistent with another characteristic
of the leader, namely the ability to tolerate failure. Innovative decision-making requires courage,
because the consequences of action are serious, and often even unpredictable. Emphasising a positive
approach to risk is seen as contradicting the provision of social services (Kavaliauskiené, 2010).

The content of social work activities is determined by emerging and changing problems in
society, but nevertheless the main objective of the social worker is to help non-self-employed members
of society, reduce social exclusion and think about the use of resources and scarce resources
(Semionoviené, 2014). Namely, therefore, social work is characterized by a very broad aspect of its
activities, uniting the activities of institutions and non-governmental organisations, responding to the
needs of the population, covering different groups of clients, so leadership is very important in the
activities of the social worker, highlighting the capacity of teamwork (Savukynaité, 2008).

The object of social work is a person who needs teamwork of various specialists with full
assistance, very rarely the social work team consists exclusively of social workers, otherwise the
assistance of a social worker will become inefficient and unproductive (Rimdeikiené, Ciuberkiené,
2005). The Law on Social Services® states that the main purpose of social services is to enable a person
or family to develop and strengthen their capacity and opportunities to self-solve their social problems,
to maintain social relations with society, to help overcome social exclusion, therefore, according to the
specifics of their work, the social worker applies individual and group social work methods to individuals
by providing social support to individuals. In one case or another, the success of a social worker in
working with individuals depends on the ability to communicate, understand the impact of the
environment, by organizing the necessary assistance, so it is important for the social worker to know how
to bring people together, how to become a team, how to build relationships between them and solve the
problem (Vaicekauskiené, 2001).

Social workers are regularly involved in planning activities, organizing and coordinating social
services, which requires the ability to build trust-based relationships with other professionals
(Adomaitiené, Baléitiniené, 2017). The Lithuanian Code of Ethics for Social Workers® states that the
social worker cooperates with other social workers and specialists and organizations in other fields, thus
concentrating various specialist forces on solving the social problems of clients, combining teamwork.

In the team of specialists, the leadership of the social worker is best highlighted (Vaicekauskiené,

8 The Law on Social Services of the Republic of Lithuania, approved by Order No. X-493 of the Seimas of the Republic of

Lithuania of 19 January 2006.

9 Lithuanian Code of Ethicsfor Social Workers, approved at the Lithuanian Social Workers' Congress on 26 May 2017.
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Jankiinien¢, 2009), depending on the functions performed by the social worker, the services provided by
the institution in which they work, the attitudes and expectations of the people involved in the aid process.

The social worker provides social services to individuals in order to improve the life of the
individual, helps to restore relations with the surrounding environment and to engage in social, cultural
life (Vietriniené, 2014). Social work is not limited to employee-client interaction, team needs other
specialists in the assistance process. The ability to communicate effectively with the client, colleagues,
organizations, institutions and community facilitates the exchange of information, human, material and
financial resources needed for the social work process and associated with the expression of leadership
(Staniuliené, 2012). The social worker aims to create the conditions, in a positive expression of
individuals, by expanding the social network, providing social services. The Law on Social Services'®
states that the management of social services includes the planning, organization, distribution of
competence and quality assessment, supervision and control of social services at state and local self-
government levels, so it can be said that the principle of teamwork based on leadership takes place
constantly in social work.

Social services are provided according to the individual needs and the continuous assessment of
their effectiveness and therefore, according to Albrithen and Yalli (2015), the process of providing
assistance is important for the communication and cooperation of professionals and the coordination of
mutual actions between team members. Cooperation as an element of clear leadership is indeed
communication involving attentiveness, exchange of information, speaking, listening, discussion,
problem-solving, conflict resolution, etc. The exchange of information provides the basis for action,
while creating equivalent relationships between them, which complement each other with their
knowledge, skills and skills (Reinikoviené, 2008). The Law on Social Services states that the
management, appointment and provision of social services is based on cooperation and mutual assistance
between a person, family, community, organizations that protect the interests and rights of social groups
of people, social services institutions, municipal and state institutions. Therefore, cooperation can be
identified as particularly significant not only in the team, but also between institutions, organizations, or
even states (Uzkuraityté, 2013). The main services provided by the social worker are information and
counselling, so communication and cooperation with clients and team members leads to the process of

activity and moves to interdisciplinary teamwork. Cooperation is recognised as an important component

10 Law on Social Servicesof the Republic of, Lithuania, approved by Order No X-493 of the Seimas of the Republic of
Lithuania of 19 January 2006.
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of team processes and becomes an essential strategy for achieving the common goal of developing social
relations (Bagdonova, Veckien¢, 2009).

Nancarrow, Booth, Ariss, Smith, Enderby, Roots, (2013) singled out key leadership principles
as: interpersonal communication, trust in each other, shared responsibility, respect and support for team
members. The importance of communication and cooperation is not questioned in pursuit of a common
goal, but sometimes there are conflicts that the team should not suppress, but resolve (Rimsiené¢, 2006).
Cooperation enables team members to allocate responsibilities, avoid duplication of functions, ensures
transparent circulation of information between other institutions and partners, improves relations and
relations between them (RaiSiené, 2005). Smooth cooperation occurs when all team members are guided
by common interests, this approach is also shared by Uzkuraityté (2013), adding that in cooperation
people achieve common goals, make joint decisions that not only help to achieve the goal, but also allow
to know themselves and others, learn to listen and be able to respond appropriately to failures. Research
by other authors shows that when the team cooperates with each other, the members build trust and
respect each other, which allows them not to make mistakes. However, even in the event of conflicts
between team members, an exchange of knowledge and skills between them is required in order to
achieve successful cooperation (Northen, Kurland, 2001).

In the provision of social services to the client, mutual assistance is required among the team
members, for whom team communication, information management and transmission are significant
(Salkauskien¢, Vveinhardt, 2008). Many authors agree that cooperation and mutual assistance are very
similar in teamwork (Robbins, 2003; Salkauskiené, Vveinhardt, 2008; Grazulis, 2014; Seilius and
Simanskiené, 2008; Lipinskiené, 2011). Grazulis (2014) points out that effective mutual assistance in the
team occurs when the relationship between the team members is friendly, does not seek personal gain at
the expense of their colleagues, then the team members trust each other, offer, accept and even ask for
help. Seilius and Simanskiené (2008) say that team members expect to receive help from other team
members in pursuit of a common goal.

The role to be highlighted in the team work is played by the leader on whom the team depends.
The essence of leadership in the team is to work for the team, regardless of the role of the team and the
functions performed, manifested when the leader acts decisively and inspires other team members to
achieve a common goal (Robbins, 2003). The team leader maintains a close and friendly relationship
between the team members, correctly accepts and disseminates information, reacts to changes in the
ongoing team. Seilius and Simanskiené¢ (2008) note that the leadership of the team is not in command,

but on the principle of mutual agreement, which undoubtedly reveals confidence in the team. Each
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member of the team is responsible for his/her functions, so in various situations another team member
can take a leadership position (Lipinskiené, 2011). In other words, the principle of leadership at an
individual level is manifested by the type of personality and the ability to participate in the aid process,
offering their ideas and visions, involving other team members in the pursuit of a common goal (Peters,
2017). The social worker is considered to be the main organizer and coordinator of social services, so
often takes the lead and makes decisions to ensure the well-being of the client, involving all team
members in the assistance process (Pilipaviciené, 2006).

The qualification requirements of social workers and social workers' assistants!! state that a
social worker must be able to mobilise a team of specialists of the institution, company, organisation in
which he works to solve the social problems and assistance of the person's family or community when
planning social services for a person, family or community, so the team needs to aim for the team in the
assistance process. The importance of leadership is evident when it comes to making a wide range of
decisions and solving problems, and the goal is to bring together team members to work for the team and
customers. Leadership creates an environment to collaborate with other professionals towards a common
goal, so sharing information, trusting each other, tolerance to each other and mutual assistance helps to
achieve good performance (Franklin et al., 2015). Rimdeikiené¢ and Ciuberkiené (2005), discussing the
importance of leadership, argue that the overall goal of the team is achieved when the participation of all
team members in a productive result is able to manage conflicts, individual and the responsibility of the
team as a whole is assumed. It also notes the high motivation of team members when common goals are
achieved, as high-performing teams perform established tasks, are able to solve problems, and their
members are satisfied with interpersonal relationships. Sharing information and collaborating helps to
achieve a common goal within the team, so team members help each other in solving the challenges they
face.

It can be argued that the successful expression of leadership is closely linked to the development
of social cohesion in the community. The participation of community members and the involvement of
members of the social services sector in volunteering are necessary factors in promoting and enhancing
social, civic and economic activity of individuals, based on understanding, common values and
objectives of community relations between members of the community. The leadership of workers
providing social services must therefore include the concept of social cohesion, which is defined as

creating environmental conditions. According to this concept, individuals, groups and communities must

11 Qualification requirements of assistants of social workers and social workers of the Republic of Lithuania, approved by
Order No. A1-92 of 5 April 2006 of the Minister of Social Security and Labour of the Republic of Lithuania.
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be willing to trust and cooperate in achieving common goals, provide support and assistance and help
solve problems, and close links between the development of social cohesion and the external and internal
environments can help to address the social exclusion problems that arise in society and the community.

Analysis of the situation in Ukraine in the context of leadership and the provision of social services

From 1991 Ukraine was undergoing a transition from centrally planned economy to a market-
oriented one. It was the time when the country was experiencing the system crisis: numerous political,
economic, social and cultural problems were intensified and suddenly became urgent. Break-up of the
Soviet Union and the following collapse of the state economy resulted in shortages of goods and food,
and triggered such social problems as unemployment, emigration, homelessness and poverty. Major
political and social changes were accompanied in Ukraine, as well as in Russia and some other post-
socialist countries, by dramatic growth of juvenile delinquency, drug and alcohol misuse, mental health
issues and HIV/AIDS epidemics. Interdependent difficulties and problems accumulated and aggravated
with time, leading to increased numbers of people in need of social protection and support. Economic
decline and increasing poverty led to greater inflows of those seeking residential care. The problems with
social services and social exclusion were further exacerbated by scarcity of public resources and the
fragmentised character of administrative, managerial and financial means (Semigina, Boyko, 2014).

The political, economic and social development of Ukraine as well as other post-Soviet countries
shows that a certain continuum of political regimes emerged after the collapse of the USSR. Some
countries (Latvia, Estonia, Lithuania) were oriented on integration with the European Union and
implementation of democratic values, while others (like Russia, Uzbekistan and others) preserved the
authoritarian political system. Ukraine is somewhere in the middle of this spectrum (Polyshuk, 2003).

In 20 years of independence of Ukraine, the local political, economic and social context that has
significant impact on social work and social work education can be characterised by:

e elitism in political and social life (the Constitution adopted in 1997 proclaims Ukraine a
welfare state; however, standards of living are very low, the socialist-style system of
privileges for elite groups was preserved);

e lack of cohesion of political actions (reforms of welfare services and higher education
were announced and adopted by laws, but they were not implemented);

e social stratification (the current situation features high levels of economic inequality, poor

remuneration of those employed by public services, including social workers, necessity
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to pay out of pocket for the services that are officially free of charge — medicine and
education);

e ambivalent combination of state paternalism (with intention of state to regulate all areas
of society) and neoliberalisation, including expanding of transnational corporation
activities;

e ambivalent and limited influence of international norms and actors (major international
conventions were adopted in Ukraine, e.g. Convention on the Rights of the Child, UN
Convention on the Rights of Persons with Disabilities, but they have not been
implemented; international organisations provide huge financial support to the Ukrainian
Government; however, they have minimal impact on political traditions in a country with
deeply rooted corruption and non-transparency);

e socialist political rhetoric (power in country belongs to rich elite groups using populist
proclamations of helping the poor; provision of social guarantees and social equality,
while political actions are intended to support the position of rich groups and not the
development of welfare programs) (Korzun, 2012).

Since 2010, the democratic values and civic society development in Ukraine are shutting down.
The regression tendency of the last few years evidences further conservation of the bureaucracy system
and authoritarian management in many areas, including medicine, education, and social work. The
Ukrainian political situation has turned to become similar to Latin-American capitalism — oligarchic and
dependent on patronage from the upper class (Semigina, Boyko, 2014). While huge social problems
demand the development of social work and social work education, the societal and political context has
been a challenge for such a development.

McDonald (2006) stresses the institutional context which presents challenges for social work
practice and education, which is also relevant for the Ukrainian context. The specific situation of Ukraine
is that the social work development was not started from a ‘zero’ point. Ukraine, as well as other countries
(Russia, Georgia, Latvia, Lithuania and others) inherited from the USSR the network of social institutions
where there were no social workers and which were established based on the ideological perspective of
social pathology. The prevailing general approach to addressing social issues was inherited too, with the
understanding that they should be addressed similarly to medical issues or to those issues which the social
control approach should be applied to.

During the Soviet times the system of social support was farmed out to bureaucrats. Existing
social issues either were not addressed at all, or were ignored on ideological grounds. The public system
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of social welfare, created in the situation of lack of any charitable organisations, was characterised by
extremely restricted social support with minimum social guarantees (Semigina, 2005).

In 1991 the first public social services for youth were organised to ensure positive socialisation
of young people. These social services target disabled children, young families having problems, and
preventing diseases in youth communities. The number of staff is insufficient, and in most cases they
have small public financing which creates difficulties in running full-fledged programs aimed at social
adaptation and rehabilitation of socially vulnerable groups of children and families. Development of
NGOs’ activities offering social services and self-help groups (organisations of clubs and day centres for
handicapped children and their parents, people with mental health problems, drug users and their
families, and the HIV-positive) provides evidence for possible future changes while some new social
work concepts have been introduced into the context (like foster care, family conferences etc.) and are
legally bounded (Semigina, Boyko, 2014).

Despite existing innovative social services, the public social services system definitely requires
further organisational, legal and personnel development. Major challenges that the public system of
social services experiences are: its fragmentary structure, predominantly in-patient arrangement and little
continuity in providing services to specific groups of clients. Still relevant is the actual reforming of
social care that will address the issue of de-institutionalisation and introduction of community-based
models of social care (Semigina, Gryga, Volgina, 2005). New methods of social work are often adopted
through international cooperation and are supported by international donors.

Usually, these changes are rooted in systemic models of social work, and in many cases they are
not consolidated to make sustainable modification of practice. Institutional conditions, especially in
public services, limit the initiative of employees of social services, as they have to perform mainly
functional duties following a paternalist scheme of thought and action. So, starting from the 1990s, the
structural development of social services in Ukraine took place. However, these services are still far from
the non-discriminatory ideology of modern professional social work and predominantly have personnel
without social work education; moreover, they do not see the need for such personnel (Zhylinkova,
2009).
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STUDY ON THE EXPRESSION OF LEADERSHIP COMPETENCE IN THE CONTEXT OF
THE SOCIAL WORKER'S ACTIVITIES WITH PERSONS WITH DISABILITIES
Methodology, methods and organisation of the study

According to Zydzianaité, Sabaliauskas (2017) the reality of the social world is one, but the
methodology related to quantitative and qualitative research varies. The quantitative study encourages
the researcher to reveal characteristics, interfaces, links and other characteristics of the population based
on the measurement of abundant digital information. The main purpose of the quantitative study is to
statistically justify the essential characteristics of the object, the causal relationship of the phenomena,
the factors in its functioning. It aims at generalising assessments, seeks to distinguish between typical
characteristics, and attempts to identify specific traits that apply to a larger part of the population.

In the first phase of the study, the method of theoretical analysis (to reveal the definition
of leadership, the components of leadership competence, the expression of leadership competence in
social work) was used. Kardelis (2016) stresses that the theoretical part of the work gives the study
context and demonstrates its importance. Zydzianaité (2008) points out that the application of this
method allows for a broader look at the subject of the study, the relevance of the problem and an increase
in the clarity of the data. According to Kardelis (2016), the theoretical analysis aims to describe the
situation of the selected field of investigation, this method analyses the selected key publications related
to the field in question and the main results of studies already carried out. A theoretical analysis of the
phenomenon (expression of leadership competence) led to a theoretical-hypothetical model of the subject
of the study (see Appendix 1).

In the second stage of the research, based on the developed theoretical-hypothetical model of the
research object, i.e with the exception of the dimensions and variables that make up the scope of the
study, a research tool has been developed (see Annex 2). According to Kaffemaniené (2006) and
Luobikiené (2000), a questionnaire is a set of questions designed to investigate a social phenomenon or
process. Questionnaire as a method gives respondents the opportunity to express their position by
answering questions or evaluating certain statements. The questionnaire is based on Goldberg (1999; cit.
Northouse, 2009), Silingiené (2011), Melnikova (2012), Lambert (2011), Casey, Simon, Graham (2020),
Cizikiené (2020), Petukiené¢, Tijuinaitien¢, Raipa (2014).), Balevi¢ien¢ and Urbanovi¢ (2012). The
research data collection instrument (questionnaire) consists of instructional / motivational,

sociodemographic and diagnostic parts:
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1. The instructional / motivational part briefly describes the purpose of the research, emphasized the
anonymity of the questionnaire, thanked for the cooperation.

2. The block of sociodemographic variables consists of questions about the respondents' gender, age,
qualification, length of social work, type of institution where they work.

3. The block of diagnostic variables consists of closed-ended questionnaire questions. Structure of the
research instrument: personal leadership qualities of social workers (42 statements), personal expression
of social workers' leadership (12 statements), expediency of leadership expression in the provision of
social services (21 statements).

In the third phase of the investigation methods for the collection and processing of empirical data
were used. A quantitative questionnaire is used to collect survey data using a prepared questionnaire (to
determine the expression of leadership competence of social workers working with people with
disabilities). According to Gaizauskaité, Mikéné (2014), in this study it is important to describe what is
objective, realistic and to try to confirm or deny the current fact. This is the most popular way of social
research, one of the most expeditious ways of obtaining information of a primary sociological nature
(Kardelis, 2016). According to Valackiené and Mikéné (2008), the data obtained by this method of
investigation are processed by statistical methods and presented in quantitative terms. Statistical
descriptive analysis was used in the analysis of the data. The statistical SPSS application package
(averages, percentages, frequencies), Windows MS Word, and Windows MS Excel applications were
used to process, organize, and display the survey data received. The statistical analysis of the data shall
be defined as a data processing method for statistical calculations. This is an assessment of the statistical
characteristics of the phenomenon. When surveyed, the resulting data shall be processed using one of the
most used software packages for the processing of statistical information. The analysis of the survey data
shall be carried out using descriptive statistical methods (Creswell, 2014; Leonavicien¢, 2007).

The study was carried out between May and September 2020. Data collection (e-mail and live,
transmission and collection of printed questionnaires) took a long time because not all requests for
questionnaires were answered. Creswell (2014) identified a number of fundamental ethical principles for
the organisation and conduct of research that this work has followed. In particular, the study participants
must participate in the study on a voluntary basis, and the study author had to inform the study
participants about the substance of the study and the significance of the results obtained, to maintain
confidentiality both in relation to the persons who participated in the study and in relation to the results
obtained, to respect the study participants and to maintain their dignity in the course of the study.

Zydzitinaitée, Sabaliauskas (2017) distinguishes the following principles of the ethics of research, which
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were also realized in the course of the study: the principle of respect for the privacy of a person; the
principle of confidentiality and anonymity; the principle of goodwill and attitude not to harm the subject;
the principle of justice.

The study relied on the view that the purpose and hypotheses of the study are milestones that
determine the decisions relating to the selection of the study participants. They shall consider which
target population is most appropriate and informative (Kardelis, 2016). According to the author's
thoughts, it is planned that the quantitative questionnaire participates in the target group of subjects —

social workers of institutions providing social services to persons with disabilities.

Characteristics of the sample

The purpose of sociodemographic data collection is to find out the sex, age, qualification
category, social length of service, type of institution in which they work.

A total of 93 social workers providing social services to people with disabilities participated in
the study. The survey was conducted using a snowball selection method, where the study participants
indicated where further study participants who work with people with disabilities can be found. An
analysis of the survey data revealed that women in the study account for the majority of the staff of social
workers providing social services. The study involved 13 men, representing almost 14% of the social
workers in the study, while women were 80 (84%). The survey data correspond to the real situation of
the distribution of Lithuanian social workers by gender. The vast majority of social service professionals
are women, while the social worker also receives 9 out of 10 cases of female sex.

By age, the distribution of respondents was as follows: the majority of the survey participants
were from the 46-55 age group (almost 40%). The lowest proportion of respondents was the youngest
social workers (under the age of 25), respectively 2.1%.

The majority of those in the study have a social worker qualification category (83.9%). Among
respondents to the survey, only 2 persons had a social worker expert qualification category.

Almost all respondents to the survey work in budget social services institutions for people with

disabilities (89.2%) and only a tenth of them work in public bodies, i.e. in the non-governmental sector.
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Expression of social workers' leadership in the context of activities with persons with disabilities:

the results of the study and their analysis

In order to investigate the leadership qualities and leadership of social workers providing social
services to people with disabilities, 42 statements with response choices were made.

The study participants placed particular emphasis on the leadership characteristics inherent in
extraversion, such as good public speaking, communicativeness or initiative. Cibulskas and Zydzitinaité
(2012) place particular emphasis on communication and initiative as the characteristics of each leader of
the organization, which contributes to a better organization of processes based on the responsibility
assumed and clear values.

According to Sparks and O'Connor (2020), extroverts are more likely than introverts to unfold as
leaders, but little is known about the clear behavior that causes such an advantage and what introverts
can do to overcome their relative flaw. The study carried out by the authors showed the emerging
advantage of extrovert leaders and that extraversion was a favorable reason for emerging leadership,
where both extroverts and introverts are revealed as leaders when they are instructed to act as extraverts.

The social workers involved in the study are actualising the dissemination of leadership through
a mediocre assessment of participation and notoriety. They are not particularly inclined to accept that
their leadership is observed in the context of participation in various activities and in the context of the
notoriety of professional achievements in the city and country.

Although these factors are not particularly highlighted, Vivier, De Jongh and Thompson (2020)
note that leadership and participation in various activities have direct links and are directly interlinked,
but the authors are more closely associated with engaging in informal environments and actions. In the
context of leadership, there is a growing need for participation and cooperation with other actors in the
process in order to increase the efficiency of services.

Another group of characteristics strongly highlighted by the participants in the study is related to
the influence associated with such peculiarities of the attitude of other people working in the organization
to the social worker and the social worker's expression as a leader's behaviour, such as trust in his or her
organisation and the ability to persuade others.

It is personal leadership that focuses on leadership qualities and skills (Mumford et al., 2000;
Bristow et al., 2005; Schillingiené, 2011; Skarbaliené, 2018), which helps to direct the activities of others
to achieve a common goal, i.e. persuade others to behave in one way or another. It is likely that a social
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worker who colleagues consider to be leading both personal qualities and professional activities in the
organisation may lead by example to encourage other behavioural and process changes.

One of the most important features of social workers with disabilities in this study is the continued
interest in innovation and their practical application. Damkuviené, Valuckiené, Balciiinas and Petukiené
(2019), studying leadership as the basis for the change of organization, revealed that one of the highlights
of the external environment is innovation. According to the authors, in this context, leadership is not
synonymous with leadership of a project, team or even an organization, but with interest in the
surrounding world and the transfer of innovation to the professional field. It is emphasised that innovation
must be presented as radical new things, and it is natural that this is not the case in the usual content of
the organisation's activities. The focus must be on highlighting the uniqueness of the new idea and
demonstrating how its implementation will change the organisation's usual processes. This can also be
attributed to other characteristics attributed to social workers— continuous improvement and learning and
indifference to their careers. Cizikiené (2020) notes that among the qualities necessary for leaders, self-
development, interest in innovation and propensity to creative activities and communication are
mentioned.

In terms of collegiality, the social workers surveyed expressed their strong support for the
statements describing the tendency to cooperate and work in a team in professional activities in the
provision of services to persons with disabilities. Damkuviené, Valuckiené, BalCitinas and Petukiené
(2019) stress that the interaction between individuals and the relationship that arises as a focus on
professional activities shows a non-personal, divided element (this element is also strongly emphasized
by the social workers involved in the study), team or collective leadership.

Vivier, De Jongh and Thompson (2020) stress that collaborative contexts encourage changes in
organizations leading from hierarchical management toward networking and partnership-based service
provision, where authority, knowledge and resources are shared among those involved in the process.
The leadership itself is then described as a dynamic, interactive process of influence among the group of
individuals, whose purpose is to direct each other towards the achievement of the goal of the group or
organization.

The number of social workers in the study working with people with disabilities acceptance of
such aspects related to them, such as not being afraid to make mistakes or to acknowledge errors or
adequate response to criticism and not fear of risk, can be associated with the idea of Damkuviené,
Valuckiené, Bal¢itinas and Petukiené (2019) that leaders with personal initiative and determination in

search of a wider range of forms and opportunities of professional height are attributable to the sources
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of the organization's change initiatives. This means that social workers can change the services they
provide to people with disabilities through their presence in the organisation.

Subjects attribute to a lesser extent the ability to quickly solve problems, which, according to
Albrithen and Yalli (2015), is one of the key elements in the process of providing assistance, with a
strong emphasis on significant communication and cooperation between professionals and the
coordination of mutual action between team members in identifying the problem, designing and
implementing problem-solving plans. A quick solution to problems is identified as an element of clear
leadership expression.

It can be noted that social workers tend to attribute themselves to awareness-raising qualities (e.g.
targeted and rational operation, assuming responsibility or responsibility) as particularly specific in
professional activities. Damkuviené, Valuckiené, Balcitinas and Petukiené (2019), studying leadership
as the basis for the change of organization, revealed the fact that one of the highlights of the leadership
in the external environment is responsibility. According to the authors, in this context, leadership is not
synonymous with leadership of a project, team or even organization, but with a commitment to notice
and take responsibility for the impact of actions on the organization and the impact of the organization
on the world.

In particular, social workers appreciated the achievement of their goals, although Northouse
(2009) and Silingiené (2011) present the importance of achieving goals in the process of interoperability
between leadership and followers. Damkuviené, Valuckiené, Bal¢itinas and Petukiené (2019) emphasize
that leadership can manifest itself in various, complementary, sometimes converging ways: keeping,
disseminating, sharing ideas of the organization's vision, linking personal professional goals to the
progress of the organization, taking personal responsibility for the success of the organization, organising
collaborative group processes (discussions, etc.) in order to jointly seek answers to the challenges facing
the organization.

Based on the results of the study, which illustrate the expression of self-confidence elements as
leadership, it can be argued that social workers working with disabilities are less likely to attribute self-
confidence to themselves (e.g. a reliable leadership or a greater willingness to engage in the activities of
the institution).

Silva (2016) stresses that leadership is a process in which leaders use their skills and knowledge
to guide and direct staff in the right direction, consistent with their organization's goals and goals. An
effective leader with good leadership skills requires qualities such as enthusiasm, consistency, confidence

and discernment, but Damkuviené, Valuckien¢, BalCitinas and Petukiené¢ (2019) emphasize that
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leadership is often seen as something more complex than leadership (leaders ask "how" and "when", and
leaders ask "what" and "why"). It is likely that the assessment of social workers is based on the view that
leadership does not in itself lead to leadership within the organisation.

In the context of the assessment of social characteristics, social workers placed a particular
emphasis on positivity and the dislike of conflicts or strained relationships as their characteristic
characteristics. Even participation in activities which are not directly linked to the profession has been
relevant. Such results are particularly linked to the idea of Damkuviené, Valuckiené, Balcitinas and
Petukiené (2019) that positivity, manifested in commitment to change, is described as a strong force
necessary for the successful implementation of change. According to the authors, the principle of
positivity is guided by the idea that the impulse of social change requires positive effects and social
relations. Positive feelings and states (hope, impressions, inspiration, fellowship, joy, etc.) increase
creativity, cognitive flexibility, openness to new ideas and people. It also strengthens people-to-people
contacts, which is particularly important in conflict groups when it comes to the targeted search for
collective change.

Avey, Hughes, Norman, Luthans (2008) notes that transformative leadership, based on the
attributes of employee-leader charisma, idealised influence, inspiring motivation, intellectual stimulation
and individualized attention, coupled with positive psychological capital (hope, emotional resilience and
optimism about success now and in the future) is significantly linked to increasing employee
empowerment and declining negativity on the professional field. The authors' study helped to reveal that
greater leadership positivity and the use of transformative leadership elements can lead to greater sense
of authority for each employee and a lower level of cynicism and a willingness to stop acting. Positive
behaviour of social workers working with people with disabilities, avoiding conflict or strained
relationships and increased action outside the labour market are likely to encourage other professionals
working in that organisation to become more involved in different processes.

The results of the study show that socialism is most common for social workers working with
people with disabilities. Social workers consider themselves positive people who do not like conflict or
strained relationships. Among social workers, there is a strong expression of collegiality. They tend to
collaborate, like to work in teams and willingly share experiences and innovations. Openness to
innovation was marked by a sufficiently high rating as well. Thus, the leadership qualities associated
with the propensity for innovation are characteristic of the participants in the study: social workers are
constantly interested in innovation and apply them in their professional activities, they like to constantly

improve, they are indifferent to their careers and there are broad interests.
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Social workers working with people with disabilities are influenced by the idea that leaders are
obliged to encourage others to cooperate meaningfully with hundreds of clients and colleagues each week
in professional activities. In addition, socialism has an unintended impact on development efforts and the
number of interactions required in the collaborative environment must be considered (Casey, Simon,
Graham, 2020).

Openness to innovation, which was highlighted by the participants in the study to the leadership
groups, Jia and others (2018) is a particularly important aspect of the development of innovation in
organisations. The results of the authors' study show that transformative leadership, changing the culture
of the organization, strengthens, and transaction-based leadership reduces the results of organizational
innovation. The breadth and depth of openness to innovation would not only mediate the impact of a
useful transformation-based leadership on innovation, but would also mediate the impact of harmful
transaction-based leadership on the brake on innovation.

Awareness groups, determination and extraversion have an average expression in the activities
of social workers when working with persons with disabilities. The lowest rated influence of the
following groups of leadership qualities, which are expressed in the professional activities of social
workers: self-confidence, influence and leadership dissemination.

According to the results of the study, we would explain the lack of self-confidence of social
workers working with people with disabilities, the fact that social workers are not particularly fond and
eager to lead, to become more involved in the institution, to get more out of the administration's
obligations, to be in the vortex of events, to be infrequently able to distance themselves from non-
essentials. Thus, social workers are sufficient to have basic activities in the institution and a minority
would like to be more involved.

The following statements illustrate the following statements: colleagues consider the personality
of the leader to be characteristic; colleagues consider me a leader in professional activities, colleagues
trust me; i can convince my colleagues. Thus, according to the assessment of the groups of leadership
qualities, social workers working with people with disabilities do not believe that their authority is high
among colleagues.

Northouse (2009) found that intelligence, self-confidence, determination, permanence and
sociality are key features of leadership. The management competencies that are necessary for the leader
are also mentioned: the pursuit of the goal set, the creation of the right relationship, good communication,
the promotion of values, discipline, honesty and cooperation. When examining leadership, the

importance and power ratio of a person's special individual characteristics are often emphasized.
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Cizikiené (2020) states that all leaders should be strong personalities in order to influence people and
perform all the intended functions of the activity, and distinguishes the following qualities necessary for
a good leader: communication, self-confidence, insight, integrity, collegiality, courage, attentiveness,
ambition, dedication and imagination.

According to Nedzinskaité (2013), leadership is a phenomenon on which the quality and success
of the organization's own activities, as well as the performance of each client, directly depends. The aim
of the study was to establish the expression of leadership of social workers in the context of activities
with people with disabilities.

In the context of participation, the expression of the elements of leadership of social workers is
high enough. Subjects actualize their expression of responsibility as a leader for continuous professional
development, as well as specialists monitor the activities of colleagues and encourage others to monitor
his activities. It is not inse way of breaking down the organization without experience. Avey, Hughes,
Norman, Luthans (2008) place particular emphasis on the importance of participation in decision-making
processes, otherwise there is an ineffective leadership that results in the spread of cynicism within the
organisation.

Damkuviené, Valuckiené, Bal¢itnas and Petukiené (2019) talk about the fact that active
leadership is at the heart of service and empowerment of others. Instead of trying to get ahead, leaders
are doing what the organization needs — they are mobilising the community with an open, sincere and
enthusiastic presence. Scientists call this leadership "from behind.” According to them, such leadership
is not a retreat or merely an authorisation to act on others, but a responsibility to ensure that the members
of the organisation act in unison. By acting in this dimension, the leader knows that his sincere
authors, arguing that leadership is very important in involving community members in the decision-
making and enforcement of the organization, so it is very important for social workers to engage in social
services for people with disabilities, activating other members of the network to contribute to the process
of providing social services.

In the context of activity, the leadership of social workers working with persons with disabilities
can be identified through the initiative in activities, productive team work, assumed responsibility and
leadership role in the team and the organisation of meetings and other activities. Less frequently, the
leadership of social workers is observed through aspects of monitoring and evaluating the activities of
the participating institution.
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Damkuviené, Valuckiené, Bal¢itinas and Petukiené (2019) take the position that leadership is a
multifaceted process of changing influence, where the positive response of employees to the change
initiative is considered a sign of leadership. Raipa (2011) an erases this idea, emphasising that in social
services organisations only proactive and creative individuals can implement them in the operational
process. In order to achieve the goals and objectives of the organisation, leaders must be able to use their
creativity to develop initiative and innovation.

The social workers who participated in the study, working with people with disabilities, were
reluctant to attribute themselves to the elements of leadership related to the counselling of others, active
networking or additional study in leadership as highly suitable for them as professionals, although,
according to Damkuviene, Valuckien¢, Bal¢itinas and Petukiené (2019), the idea of learning emphasizes
the importance of self-analysis of the leader's needs and an active role in the learning process.

Cizikiené (2020) believes that continuous learning provides a good basis for the implementation
of changes in the institution, but it needs to be complemented by appropriate supportive systems in order
to promote effective communication and employee involvement in the planning and organisation of the
process of providing social services, and not just the provision.

Elements of the leadership expression of social workers working with persons with disabilities
are most noticeable in the context of activity. The second less accented position is the context of
participation and the third position is the least accented position with a learning context.

As discussed in the theoretical part, the high level of skills and the high level of participation in
the institution is illustrated by the wide participation in the institution's activities, the overall
responsibility, the use of data based on analysis (Lambert, 2011). The elements of leadership in the
context of activity are characterized by high estimates. The highest-rated statement | take the initiative
in my field illustrates that social workers have confidence in their professional preparation. Social
workers value their leadership expression much more significantly than their promotion: |1 work
productively in teams, take responsibility and a leading role in a particular area of the social services
process for people with disabilities, organise meetings, excursions, events for disabled people in my
office. It can be concluded that social workers are self-confident in expressing their leadership in the
process of providing social services to people with disabilities.

Social workers were more restrained in their involvement in the monitoring and evaluation
processes of the institution's activities attributable to reflexive leadership.

In the context of participation, the dominant elements of leadership expression are also

appreciated with sufficiently high estimates: | take responsibility for my continuous professional
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development and encourage others to improve steadily; I monitor my colleagues' activities, | encourage
others to monitor my activities myself; | share my experience with colleagues, lead competency
development events. The expression of systemic leadership is also monitored, as the statement, together
with the representatives of the institution's administration, work in various working groups (strategic,
operational plan, etc.) belongs to the category of systemic leadership. Given the high level of leadership
of social workers, it can be assumed that the strategic objectives of the institution are targeted, where the
critical mass of social worker communities consists of reflective, constantly improving and effective
professionals.

In the context of learning, the lowest level of social workers working with people with disabilities
is the least. There is a less frequent emphasis on receiving and providing advice to others or active
involvement of social workers in networks, project writing or representation of the institution. The lowest
estimate was obtained by the planning of additional study in leadership studies. Damkuviené,
Valuckien¢, Bal€itinas and Petukiené (2019) describe learning as an axis of leadership, when the person
himself must be active, plan and anticipate opportunities and plans for further learning. It could be argued
that further learning by social workers working with people with disabilities could encourage other
members of the organisation to initiate positive changes within their organisation, develop confidence
and a desire to leave their comfort zone, and take on the role of changing organisation. It is likely that
training social workers such as leaders could take place outside the institution where they work, perhaps
even outside the country, in another language and in another way, which would help workers to believe
that such challenges can also be overcome for the benefit of their own and the change of organisation.

According to Sajiené and Others (2008), efficiency is associated with the proper achievement of
the objectives set, the achievement of a quality result, the rational and cost-effective use of resources.
The aim of the study was to identify the expression of leadership of social workers in the context of social
services for people with disabilities, in relation to improving and effectively doing the process, linking
leadership elements to the expediency of activities.

The social workers who participated in the study, when assessing the expediency of leadership
expression, place particular emphasis on improving the image of the institution in the institution, creating
favourable preconditions for the institution to develop good practices more effectively, to implement
innovation, to promote closer cooperation between the community, to support initiatives, to share
leadership in the institution, to have a democratic leadership style, a positive psychological climate and
affect the openness of the institution's community to change. This concerns the expediency of leadership

expression in the context of rational decisions.
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Cizikiené (2020) states that in order to provide quality services, transactional leadership is
important, which is based on rationality, in order to achieve the intended objectives and objectives of the
action. By understanding what goals he pursues, the leader directs his leadership based on an exchange
process in which followers are rewarded, if they meet the leadership requirements, and this leadership is
focused on short-term impacts in order to achieve rapid results in the organization's activities. Petukiené,
Tijunaitiené, Raipa (2014) emphasize the choice to implement a quality management system in the
organization as a rational solution of the individual in relation to the development of the social system,
in order to achieve efficiency and efficiency in the organization.

The idea of the importance of rational solutions in professional activities is also developed by
Damkuviens, Valuckiené, Balcitinas and Petukiené (2019). Researchers say that employees demonstrate
leadership by spreading a vision of change, sharing resources with colleagues, as well as initiating
collective activities. By working with colleagues and constantly reflecting, discussing with each other
and critically assessing their professional practices, proactive workers create opportunities for the birth
of new professional practices. When the problems that arise, the successes of their solution are constantly
shared, then the spirit of enthusiasm is disseminated and the knowledge of each employee involved in
the process is deepened.

In terms of the expediency of achieving the objectives, social workers have highlighted the
importance of the expression of leadership for becoming more focused on the achievement of the
intended objectives, when social workers are more empowered and their leadership is developed. The
subjects also note that the leadership of social workers contributes to promoting, empowering the
institution's community to agree and make meaningful decisions for qualitative change.

Ruzevicius (2010) states that the power of the organization, which is concentrated in the provision
of services to customers, is channelled to achieve quality objectives, and proper effective management
and management in these organizations is necessary to ensure quality services. The influence of leaders
in managing, structural and realising the objectives set, involving stakeholders in the implementation of
quality services, is defined as the leadership of employees. Leaders need to ensure that the entire
organization works to achieve the goals set, so leaders can promote cooperation by setting a goal for the
team, evaluating achievements and facilitating social interaction between team members. Avey, Hughes,
Norman, Luthans (2008) place particular emphasis on the value of operational objectives in the context

of leadership.
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The study participants did not particularly highly appreciate the expediency of leadership
expression in the context of quality management. The subjects assessed the impact of leadership on the
quality of the institution's strategy and the degree of commitment of the community as a whole.

Cizikiené (2020) notes that the European Quality in Social Services (EQUASS) system, which
focuses on meeting the needs and expectations of service recipients, other stakeholders, the public (Silva,
2016), allows institutions to offer a quality of service that is appropriate at European level and to ensure
a competitive advantage in the social services market. The introduction of EQUASS quality in the
Lithuanian social services sector would allow to demonstrate the compliance of the social services
provided at European level. One of the principles of ensuring the implementation of the quality
management system is leadership. The importance of the organization's staff demonstrating leadership is
underlined (Ruzevicius, 2010; 2014; Astrauskaité, Daugviliené, Ruzevicius, 2015) because the pursuit
and implementation of global quality management is influenced precisely by leadership in the
organization, and the result of the influence is the involvement of users, continuous improvement of
employees, trust of stakeholders in the organization (Matulevicien¢, 2018).

In the first position, respondents distinguished the context of rational decisions, in which various
elements of leadership appear. In the opinion of the respondents, the leadership of social workers in the
adoption of rational decisions is very important, as averages are very high. In the opinion of the
respondents, the most important expediency of leadership is the improving image of the institution. It is
essential that leadership creates favourable preconditions for the institution to develop better the
dissemination of good practices, to implement innovation and to encourage closer cooperation between
the community and support for initiatives.

In terms of achieving the objectives, social workers have been assessed the expediency of
leadership expression in a similar way to rational solutions. In the opinion of the respondents, the most
important expediency of the expression of leadership is observed in the fact that the activities of all social
workers become more focused, focused on the achievement of the intended objectives, when social
workers are more empowered and their leadership is developed. It is important that the development of
the leadership of social workers promotes, enables the community of the institution to agree and make
meaningful decisions for qualitative change, leadership helps social workers to understand the mission
and vision of the institution more clearly, as they are discussed, collegially agreed, listened to by
employees' suggestions.

The appropriateness of quality management was assessed with sufficiently low estimates because

social workers were quite sceptical about the statement that leadership influenced the quality of the
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institution’s strategy and the degree of commitment of the community as a whole. It is clear that the leader
is an employee who is seeking the progress of the organisation, is not sufficiently clear to the managers
and the social workers themselves.

Conclusions

1. The theoretical analysis has revealed that the procedural definition of leadership notes that
leadership is primarily a process of influence and interaction between leader and followers in
order to achieve the goals set. As leadership is seen as a process, it is defined as a contextual
phenomenon, so everyone can become a leader. Leaders can be: appointees (leadership based on
the position held by the organisation) and raised (others are considered the most influential
member of the organization, regardless of his position). The definition of personal leadership
focuses on the characteristics of the leader in different aspects: as a natural characteristic and how
skills are acquired. According to some authors, the most important features of leadership are
intelligence, self-confidence, determination, respectability and sociality. Proponents of the "Big
Five" interpretation point out that the five dimensions of personality are as follows: extraversion,
awareness, sincerity, neuroticity, openness to innovation. The theory distinguishes between six
types of leadership: charismatic, values-based leadership; team-oriented leadership; activism
leadership; man-centred leadership; self-leadership and self-sustaining leadership. In the 1990s,
a skills model was developed to explain the skills (knowledge and skills) needed for effective
leadership to explain leadership. It is understood that in the field of social work, leadership
competence would enable social workers to move from a reactive position — the organisation of
services to people in difficult situations — to a proactive position, by critically reflecting and
creatively exploiting experience, knowledge and ability to avoid difficult situations

2. The study found that social workers operating with persons with disabilities have personal
leadership groups such as sociality, collegiality, openness to innovation and awareness and
determination, but lack self-confidence, influence and leadership dissemination qualities.

3. Ananalysis of the expression of social workers' leadership in various contexts has shown that the
most expressed activities (social workers take the lead in their field; work productively in teams;
take responsibility and a leading role in the specific process of providing social services for
persons with disabilities; organise meetings, excursions, events for persons with disabilities) and

participation (social workers take responsibility for their continuous professional development
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and encourage others to constantly improve; , conducts competency education events; together
with the institution's administrative representatives in various working groups). Social workers
pay little attention to leadership learning: planning their further careers, engaging in social
assistance networks, writing projects. Social workers receive too little help from counsellors and
mentors or receive little advice themselves.

4. The results of the study revealed the expediency of the expression of the leadership of social
workers in the context of rational solutions in the context of acts with persons with disabilities.
This could be linked to the institution's improving image, the improvement of its activities, based
on continuous evaluation, analysis, dissemination of good practices and innovation
implementation, and targeted activities focused on the achievement of objectives. The adoption
of rational decisions in the context of the expression of leadership of social workers influences
the achievement of objectives, illustrated by the promotion and empowerment of the community

of the institution to agree and make meaningful decisions for qualitative change.

Recommendations

Based on the results of the empirical study, recommendations have been developed for improving the
leadership competence of a social worker in the process of activities with persons with disabilities:

1. Development of the vision and identification of the activities of the organisation: the head of the
institution providing social services to persons with disabilities must be able to mobilise the
community to formulate the vision of the organisation, to inspire all members of the community
to share the meaning of the activities and the pursuit of high results, to promote the recognition
of the group’s objectives, and to monitor organisational achievements.

2. Understanding and educating individuals: the head of the institution must be able to intellectually
promote the community of the institution, provide individual support and lead by example to
others in his or her conduct; to develop the knowledge and skills required by the staff of the
institution to achieve the objectives of the organisation.

3. Reorganisation of the organisation: the head of the institution must be able to foster and develop
a collaborative culture of the organisation; manage the immediate environment and working
conditions; build and maintain productive relationships with customers and the local community;

to involve the institution in a wider environment.
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4. Implementation of the curriculum for education and education: the head of the institution must
create excellent working conditions for staff; foster the stability of the organisation and promote
meaningful change; be able to develop effective learning-focused leadership; monitor the

institution's activities and its results.

91



10.

Literature

Adomaitien¢, J., BalCitiniené, R. (2017). Asmeny, dirbanciy socialiniy paslaugy sektoriuje,
kompetencijos ir jy tobulinimo galimybés. Andragogika, 1 (8), 76-80. Zidiréta 2020-02-17
internete: http://journals.ku.lt/index.php/andragogy/article/view/1719/pdf

Albrithen, A., Yalli, N. (2015). Medical Social Workers’ Perceptions Related to Interprofessional

Teamwork at Hospitals. Journal of Social Service Research, 0:1-10. Ziaréta 2020-10-29
internete:

https://scholar.google.lt/scholar?hl=It&as sdt=0%2C5&0=%29.+Medical+Social+Workers%E
2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG

Alter, K. (2007). Social Enterprise Typology. Zitréta 2020-04-25 internete:

http://rinovations.edublogs.org/files/2008/07/setypology.pdf
Andriukaitien¢, R., Voronkova, V., Kyvliuk, O., Maksimenyuk, M., Sakun, A. (2017).

Theoretical insights into expression of leadership competencies in the process of management.
Problems and Perspectives in Management, 1, 220-226.

Avey, J. B., Hughes, L. W., Norman, A. M., Luthans, K. W. (2008). Using positivity,
transformational leadership and empowerment to combat employee negativity. Leadership &
Organization Development Journal, Vol. 29, No. 2, p.110-126. Ziaréta 2020-10-28 internete:
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using

-positivity-transformational-leadership-and-empowerment-to-combat-employee-neqgativity

Bheemappa, A. (2003). Entrepreneurship development in agriculture. Yogana. VVol.47, No.12, p.
19-20. Zitiréta 2020-03-02 internete:

Bujokaite, M. (2012). Socialinio pedagogo lyderysté mokykloje: socialiniy pedagogy pozitris.
Jaunyjy mokslininky darbai, 4 (37), 8-13.

Casey, J., Simon, S., Graham, W. Optimising leadership: Conceptualising cognitive constraints
of sociality and collaboration in Australian secondary schools. Improving Schools. Ziiiréta 2020-
10-29 internete: https://journals.sagepub.com/doi/10.1177/1365480220958498

Creswell, J.,, W. (2014) Research design: qualitative, quantitative, and mixed methods

approaches. Thousand Oaks (Calif.): Sage Publications.
Cizikiené, J. (2020). Vadovy lyderysté pasirenkant diegti Europos socialiniy paslaugy kokybés

uztikrinimo sistemq. Daktaro disertacija. Vilnius: Mykolo Romerio universitetas.

92


http://journals.ku.lt/index.php/andragogy/article/view/1719/pdf
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=%29.+Medical+Social+Workers%E2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG
https://scholar.google.lt/scholar?hl=lt&as_sdt=0%2C5&q=%29.+Medical+Social+Workers%E2%80%99+Perceptions+Related+to+Interprofessional+Teamwork+at+Hospitals&btnG
http://rinovations.edublogs.org/files/2008/07/setypology.pdf
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using-positivity-transformational-leadership-and-empowerment-to-combat-employee-negativity
https://www.emerald.com/insight/content/doi/10.1108/01437730810852470/full/pdf?title=using-positivity-transformational-leadership-and-empowerment-to-combat-employee-negativity
https://journals.sagepub.com/doi/10.1177/1365480220958498

11.

12.

13.

14.

15.

16.

17.

18.

19.

Damkuviené, M., Valuckien¢, J., BalCitnas, S., Petukien¢, E. (2019). Lyderysté organizacijos
kaitai: jkvepiantis tango. Mokymosi uzsienyje sqlygota lyderysté mokyklos kaitai. Siauliai: Siauliy
universitetas.

EQUASS (2017). 2018 m. EQUASS Assurance zenklo pripaZzinimo principai, kriterijai ir
rodikliai. Brussels, Belgium. EQUASS.

Europos Parlamento ir Tarybos rekomendacija d¢l bendryjy visg gyvenima trunkanc¢io mokymosi
gebéjimy.  (2006/962/EB). Ziaréta 2020-04-25 internete: https://eur-lex.europa.eu/legal-
content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN

Fawcett B., Hanlon, M. (2009). The ,return to community*: challenges to human service
professionals. Journal of Sociology, 45(4), p. 433-444. Ziaréta 2020-03-04 internete:
http://test.onconephrologyjournal.com/sage3a/sageuk.war/ridleyduff/Student%20resources/Onli
ne%20journal%?20readings/Chapter%202/Article%20-
%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20t0%20comm
unity.PDF

Franklin, C. M., Bernhardt, J. M., Lopez, R.P., Long-Middleton, E. R., Davis,S. (2015).

Interprofessional Teamwork and Collaboration Between Community Health Workers and

Healthcare Teams: An Integrative Review. Health Services Research and Manageria, 1-9, 2-4.
Epidemiology. Zitiréta 2020-02-15 internete:
https://journals.sagepub.com/doi/10.1177/2333392815573312

Gaizauskaité, 1., Mikéné, S. (2014). Socialiniy tyrimy metodai: apklausa. Vilnius: Mykolo

Romerio universitetas.

Gevorgianiene, V., Fargion, S. (2012). Verslumas socialiniame darbe — profesijos bruozas ar
i§5tkis? ACTA PEDAGOGICA VILNENSIA, 28, 83-95. Vilniaus universitetas. Zitiréta 2020-04-
13 internete: http://www.zurnalai.vu.lt/files/journals/157/articles/2935/public/83-95.pdf

Grazulis, V. (2014). Komandinis darbas organizacijose. Vilnius: Mykolo Romerio universitetas.
Zitréta 2020-12-01 internete: https://www.lvb.It/primo-
explore/fulldisplay?docid=ELABAPDB3279419&context=L &vid=ELABA&lang=It LT&sear
ch_scope=eL ABa&adaptor=Local%20Search%20Engine&tab=default tab&query=any,contain
s,grazulis%20%20komandinis%20darbas&offset=0

Gudzinskiene, V., Geciené, J. (2018). Socialinés globos paslaugas teikianciy jstaigy vadovy
pozitris | teikiamy paslaugy kokybe. Socialinis darbas, 16 (2), 165-189.
https://www.tandfonline.com/doi/epub/10.1080/14719037.2020.1764082?need Access=true

93


https://eur-lex.europa.eu/legal-content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN
https://eur-lex.europa.eu/legal-content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
http://test.onconephrologyjournal.com/sage3g/sageuk.war/ridleyduff/Student%20resources/Online%20journal%20readings/Chapter%202/Article%20-%20Fawcett,%20B.%20and%20Hanlon%20M.%20(2009)%20The%20return%20to%20community.PDF
https://journals.sagepub.com/doi/10.1177/2333392815573312
http://www.zurnalai.vu.lt/files/journals/157/articles/2935/public/83-95.pdf
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAPDB3279419&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,grazulis%20%20komandinis%20darbas&offset=0
https://www.tandfonline.com/doi/epub/10.1080/14719037.2020.1764082?needAccess=true

20.

21.

22.

23.

24,

25.

26.

27.
28.

29.

30.

31.

Jakubavicius, A., Strazdiené, G., Vilys, M., Burinskien¢, A., Zemaitis, E., Pipiriené, V. (2014).
Ziniomis gristo verslumo skatinimas: metodai ir taikymo praktika. Mokomoji knyga. Vilnius:
Technika.

Jaskyté, K., Kisieliené, A. (2006). Organizational factors, leadership practices and adoption of
technological and administrative innovations: an exploratory study of Lithuanian nonprofit

social service organizations. Zitréta 2020-04-24 internete: https://www. European Journal of

Social Work, tandfonline.com/toc/cesw20/current

Jia, X., Chen, J., Mei, L., Wu, Qian. (2018). How leadership matters in organizational innovation:
a perspective of openness. Management Decision, Vol. 56, No. 1, p. 6-25. Ziaréta 2020-12-17
internete: https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-

0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-

openness

Kaffemaniené, 1. 2006. Negalés ir socialinés gerovés tyrimy metodologiniai aspektai. Siauliai:
Siauliy universiteto leidykla.

Kardelis, K. (2016). Moksliniy tyrimy metodologija ir metodai. Vilnius: Mokslo ir enciklopedijy
leidybos centras.

Kavaliauskiene, V. (2010). Refleksijos kultiira — socialinio darbuotojo profesinés veiklos raiskos
aspektas. ACTA PAEDAGOGICA VILNENSIA, T. 25. Zioréta 2020-04-17 internete:
http://www.zurnalai.vu.lt/files/journals/157/articles/3000/public/159-171.pdf

Kiaunyté, A., Veckiene, N. (2011). Socialiniy darbuotojy, patirian¢iy pokycius profesingje
veikloje, poreikis paramai: supervizijos perspektyva. Sveikatos mokslai, Nr. 7, 207-215.
Korzun, K.(2012). Education: Equal but Separate? Transitions Online, no 06/18, p. 18-25.
Leonaviciené, T. (2007). SPSS programy paketo taikymas statistiniuose tyrimuose. Vilnius:
Vilniaus pedagoginio universiteto leidykla.

Liekis, A., Tolutiene, G. (2018). Andragogo lyderystés raiSkos galimybés edukaciniu aspektu.
Tiltai, 81 (3), 127-148.

Lipinskiene, D. (2011). Organizaciné elgsena. Mokomoji medZiaga su praktinémis uzduotimis.
Klaipéda: Zitiréta 2020-10-28 internete:
http://www.esparama.lt/es_parama_pletra/failai/ESFproduktai/2011_Organizacine_elgsena.pdf

Lithuanian Code of Ethicsfor Social Workers, approved at the Lithuanian Social Workers'
Congress on 26 May 2017.

94


https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
https://www.emerald.com/insight/content/doi/10.1108/MD-04-2017-0415/full/pdf?title=how-leadership-matters-in-organizational-innovation-a-perspective-of-openness
http://www.zurnalai.vu.lt/files/journals/157/articles/3000/public/159-171.pdf
http://www.esparama.lt/es_parama_pletra/failai/ESFproduktai/2011_Organizacine_elgsena.pdf

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

Luobikiene, I. (2000). Sociologija: bendrieji pagrindai ir tyrimy metodika. Mokomoji knyga.
Kaunas: Technologija.

Martin, R., Osberg, S. (2007). Social Entrepreneurship: The Case for Definition. Stanford Social
Innovation Review. Ziiréta 2020-02-09 internete:

McDonald, C. (2006). Challenging social work: the institutional context of practice. NY:
Palgrave Macmillan. Ziaréta 2020-10-29 internete:
http://ndl.ethernet.edu.et/bitstream/123456789/6386/1/151.pdf.pdf

Minelgaite, 1., VaiCiukynaité, E. (2017). | sekéjg orientuota lyderysté ir emocijos: tarpdisciplininé
perspektyva. Socialiniai tyrimai, 40 (1), 38-46.

Nancarrow, A, S., Booth, A., Ariss, S., Smith, T., Enderby, P., Roots, A., (2013). Ten principles
of good interdisciplinary team work. Human Resources for Healt. Zitiréta 2020-11-24 internete:
https://link.springer.com/article/10.1186/1478-4491-11-19

Nedzinskaité, R., Barkauskaité, M. (2017). Mokytojo profesionalumg lemiantys transformacinés
lyderystés gebéjimai: mokytojy praktiky pozitris. Pedagogika, 125 (1), 37-56.

Northen, H. Kurland, R., (2001). Social work with groups, third edition. New York: Columbia
university press all rights reserved.

Northouse, P. G. (2014). Introduction to leadership: Concepts and practice. Thousand Oaks, CA:
Sage.

Norzailan, Z., Yusof, S., Othman, R. (2016). Developing strategic leadership competencies.
Journal of Advanced Management Science, 4 (1), 66-71.

Peters, S.C., (2017). Defining social work leadership: a theoretical and conceptual review and
analysis. Psychotherapeutic Approaches in Health, Welfare and the Community. Zitiréta 2020-
11-27 internete:
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfam
QRSAAAAA%3ANhsY GcIWYNQgIGOUS7SYeY6jelMmOxVONKZpiRyoDIHHIQIALKuUY|Q
FzjJRU9XAQeEFNqPDgIQURGB6g

Pileckiené, D., Zadeikaite, L. (2009). Vadovo lyderystés geb¢jimy ugdymas socialines paslaugas
teikianciose organizacijose. Socialinis ugdymas, 10 (21), 131-142.

Pilipaviciené, E., (2006). Socialiniy paslaugy teikimo organizavimas. Jaunasis mokslininkas.
Lietuvos zemés {ikio universitetas. Ziaréta 2020-11-30 internete: http:/jaunasis-
mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf

95


http://ndl.ethernet.edu.et/bitstream/123456789/6386/1/151.pdf.pdf
https://link.springer.com/article/10.1186/1478-4491-11-19
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
https://www.tandfonline.com/doi/full/10.1080/02650533.2017.1300877?casa_token=JTRCsfamQRsAAAAA%3AnhsYGc1WYNg9G0US7SYeY6je1Mm0xV0NKZpiRyoDIHHIQIA1KuYjQFzjRu9XAQeEFnqPDglQURGB6g
http://jaunasis-mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf
http://jaunasis-mokslininkas.asu.lt/smk_2006/kaimo_pletra/Pilipaviciene%20Edita.pdf

44,

45.

46.

47.

48.

49.

50.

51.

52.

Polyshuk, V. (2003). Development of on-going professional training for social sphere in Ukraine
/I Reforming social services in Ukraine: the current situation and the perspectives: International
scientificpractical conference digest / Ed. By N. Nikalo, B. MacKenzie. - Lviv; Winnipeg: Malti-
M. - Lviv, p. 39-40.

RaiSien¢é, A., (2005). Bendradarbiavimo kaip vieSojo sektoriaus veiklos organizavimo
alternatyvos teoriniai aspektai. Ekonomika ir vadyba: aktualijos ir perspektyvos. Mykolo
Romerio universitetas. Zitréta 2020-11-25 internete:

https://www.researchgate.net/publication/268288295 Bendradarbiavimo kaip viesojo sektoria

us veiklos organizavimo alternatyvos teoriniai aspektai

Recommendation of the European Parliament and of the Council on key competences for lifelong
learning. (2006/962/EC). Internet access: https://eur-lex.europa.eu/legal-
content/LT/TXT/PDF/?uri=CELEX:32006H0962&from=EN

Reinikoviene, A., (2008). Socialiniy pedagogy ir socialiniy darbuotojy bendradarbiavimo
galimybeés. Magistro baigiamasis darbas. Kaunas: Vytauto DidZiojo universitetas. Zitréta 2020-
11-25 internete: https://vb.vdu.lt/object/elaba:2103279/.

Rimdeikiené, S., Ciuberkiené, R. (2005). Komandinio (multidisciplininio) socialinio darbo

modelio samprata bei diegimas Lietuvoje. Jaunyjy mokslininky darbai, 3 (7):88-93. Ziuréta
2020-11-20 internete: https://www.ceeol.com/search/article-detail?id=68484.

Rimsiené, R. (2006). Socialinio darbuotojo darbas komandoje: esama padétis ir perspektyvos.
Magistro darbas. Vilnius: Vilniaus pedagoginis universitetas. Zitiréta 2020-11-17 internete:
http://talpykla.elaba.lt/elaba-fedora/objects/elaba:2099300/datastreams/MAIN/content

Robbins, S. P. (2003). Organizacinés elgsenos pagrindai. Poligrafika ir informatika. Zitiréta
2020-10-30 internete:

http://elibrary.It/resursai/Leidiniai/Litfund/Lithfund leidiniai/verslas/Robbins organizacines el

gsenos pagrindai.pdf.

Sadauskas, J., Lelitigiené, 1. (2010). Socialinio darbuotojo kompetencijos veikti bendruomenéje
struktiira. Socialinis darbas. Zitiréta 2020-03-18 internete:

Savukynaité, G. (2008). Socialiniy darbuotojy poziiiris j komandinj darbg. Magistro darbas.
Vilnius: Vilniaus  pedagoginis  universitetas.  Zitréta  2020-10-29 internete:
https://www.lvb.lt/primo-

explore/fulldisplay?docid=ELABAETD1821540&context=L &vid=ELABA&Ilang=It_LT&sear
ch_scope=elL ABa&adaptor=Local%20Search%20Engine&tab=default tab&query=any,contain

96


https://www.researchgate.net/publication/268288295_Bendradarbiavimo_kaip_viesojo_sektoriaus_veiklos_organizavimo_alternatyvos_teoriniai_aspektai
https://www.researchgate.net/publication/268288295_Bendradarbiavimo_kaip_viesojo_sektoriaus_veiklos_organizavimo_alternatyvos_teoriniai_aspektai
https://vb.vdu.lt/object/elaba:2103279/
https://www.ceeol.com/search/article-detail?id=68484
http://talpykla.elaba.lt/elaba-fedora/objects/elaba:2099300/datastreams/MAIN/content
http://elibrary.lt/resursai/Leidiniai/Litfund/Lithfund_leidiniai/verslas/Robbins_organizacines_elgsenos_pagrindai.pdf
http://elibrary.lt/resursai/Leidiniai/Litfund/Lithfund_leidiniai/verslas/Robbins_organizacines_elgsenos_pagrindai.pdf
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0

53.

54.

55.

56.

57.

58.

59.

60.

61.

5,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B
3%20p0%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20
Magqistro%20darbas&offset=0.

Seilius, A., Simanskien¢, L. (2008). Grupé ir komanda: ar galima déti lygybés Zenkla?
Organizacijy vadyba:  sisteminiai tyrimai, 47:107-121. Ziaréta 2020-11-18 internete:
https://www.ceeol.com/search/article-detail ?id=50430.

Semigina, T. (2005). Professional social work: 10 years of sustaining in NaUKMA and outside.
In O. Homilko (ed.), Poklykannia universytetu (pp. 203-13). Kyiv: Yanko, Veselka. Zitiréta
2020-10-29 internete: https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-
Boyko Chap19 9781743324042.pdf?sequence=1&isAllowed=y

Semigina, T., Boyko, O. (2014). Social work education in the post-socialist and post-modern era:

the case of Ukraine. Global social work: crossing borders, blurring boundaries, 19, p. 257-269.
Ziuréta 2020-10-29 internete:
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-

Boyko Chap19 9781743324042.pdf?sequence=1&isAllowed=y

Semigina, T., Gryga, L., Volgina, O. (2005). Social Work Education in Ukraine. Zitiréta 2020-10-

29 internete:

https://www.researchgate.net/publication/277028991 Social Work Education in Ukraine

Semionoviene, R. (2014). Socialinio darbuotojo profesin¢ gerove: socialiniy darbuotojy
profesinés patirties refleksija. Magistro baigiamasis darbas. Kaunas: Vytauto DidZiojo
universitetas. Zitiréta 2020-11-23 internete: https:/vb.vdu.lt/object/elaba:2140143/.

Shivali, S. (2017). Emotional Profile of a Leader: Top 10 Leadership Competencies Identified.
Zitiréta 2020-02-23 internete: https://ssrn.com/abstract=3021064

Skarbaliené, A. (2015). Mokytojy mentoriy lyderystés kompetencijos kaip student lyderystés
kompetencijy ugdymo veiksnys. Daktaro disertacija. Klaipéda: Klaipédos universiteto leidykla.
Skarbalien¢, A., Rupsiené, L. (2011). Lyderystés kompetencijy ugdymas Lietuvos universitety
pedagogy rengimo programose. Andragogika, 2, 208-217.

Sparks, A., O‘Connor, P. J. (2020). State extraversion and emergent leadership: Do introverts
emerge as leaders when they act like extraverts? The Leadership Quarterly. Zitiréta 2020-11-25
internete: https://www.sciencedirect.com/science/article/pii/S1048984320301016?via%3Dihub

97


https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.lvb.lt/primo-explore/fulldisplay?docid=ELABAETD1821540&context=L&vid=ELABA&lang=lt_LT&search_scope=eLABa&adaptor=Local%20Search%20Engine&tab=default_tab&query=any,contains,20.%09Savukynait%C4%97,%20G.%20(2008).%20Socialini%C5%B3%20darbuotoj%C5%B3%20po%C5%BEi%C5%ABris%20%C4%AF%20komandin%C4%AF%20darb%C4%85.%20Magistro%20darbas&offset=0
https://www.ceeol.com/search/article-detail?id=50430
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://ses.library.usyd.edu.au/bitstream/handle/2123/18297/Semigina-Boyko_Chap19_9781743324042.pdf?sequence=1&isAllowed=y
https://www.researchgate.net/publication/277028991_Social_Work_Education_in_Ukraine
https://vb.vdu.lt/object/elaba:2140143/
https://ssrn.com/abstract=3021064
https://www.sciencedirect.com/science/article/pii/S1048984320301016?via%3Dihub

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

Staniuliené, S. (2012). Tinklaveikos i$Stkiai socialiniam darbui. Kultiira ir visuomené, 3(1).
Kaunas: Vytauto Didziojo universitetas. Zitréta 2020-11-25 internete:
https://www.ceeol.com/search/article-detail?id=81699.

Sullivan, W.P. (2016). Leadership in Social Work: Where Are We? Journal of Social Work
Education, 52 (1), 51-61. Ziaréta 2020-02-23 internete:
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.11746447scroll=top&needAcces

s=true

Salkauskiené, L. (2011). Komandinio darbo tobulinimas Lietuvos organizacijy pavyzdZiu.
Daktaro disertacija: Socialiniai mokslai, vadyba ir administravimas, 03 S. Kaunas: Vytauto
Didziojo universitetas. Zitréta 2020-11-22 internete:
https://www.vdu.lt/cris/handle/20.500.12259/56169.

Silingiené, V. (2011). Lyderystés kompetencijos raiska individualios karjeros kontekste.
Ekonomika ir vadyba, 16, 961-968.

Silingiené, V., Stukaité, D. (2019). Komunikacine elgsena lemianéiy socialinés ir emocinés

lyderystés kompetencijy raiSka Lietuvos organizacijose ly¢iy aspektu. Informacijos mokslai, 85,
51-68.

The Law on Social Services of the Republic of Lithuania, approved by Order No. X-493 of the
Seimas of the Republic of Lithuania of 19 January 2006.

UzZkuraityteé, M., (2013). Ikimokyklinés ugdymo jstaigos dalyviy bendradarbiavimo ypatumai
kaip ugdymo kokybés valdymo veiksnys. Magistro darbas. Siauliai: Siauliy universitetas. Zitréta
2020-11-25 internete: https://gs.elaba.lt/object/elaba:6078111/.

Vaicekauskien¢, V. (2001). Komandinio darbo svarba socialiniame darbe. Socialiné teorija,
empirija, politika ir praktika. Zitiréta 2020-11-30 internete:
https://www.zurnalai.vu.lt/STEPP/article/view/8512.

Vaicekauskiené, V., Jankiiniené, 1. (2009). Socialinio darbuotojo veiklos komandoje ypatumai
gydant pacientg. Pedagogika. Ziaréta 2020-10-29 internete:
https://www.ceeol.com/search/article-detail?id=112663.

Valackiené, A., Mikéné, S. (2008). Sociologinis tyrimas: metodologija ir atlikimo metodika.
Kaunas: Technologija.

kuriant vienijan¢ig aplinkg. Tiltai, 1, 96-100. Ziaréta 2020-02-17 internete:
http://journals.ku.lt/index.php/tiltai/article/view/1759.

98


https://www.ceeol.com/search/article-detail?id=81699
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.1174644?scroll=top&needAccess=true
https://www.tandfonline.com/doi/full/10.1080/10437797.2016.1174644?scroll=top&needAccess=true
https://www.vdu.lt/cris/handle/20.500.12259/56169
https://gs.elaba.lt/object/elaba:6078111/
https://www.zurnalai.vu.lt/STEPP/article/view/8512
https://www.ceeol.com/search/article-detail?id=112663
http://journals.ku.lt/index.php/tiltai/article/view/1759

73.

74.

75.

76.

77.

78.
79.

Vietriniené, R. (2014). Komandinis darbas ir socialinio darbuotojo vaidmuo psichikos sveikatos
centruose. Magistro diplominis darbas. Kaunas: Lietuvos sveikatos moksly universitetas. Zifiréta
2020-10-30 internete: https://www.Ismuni.lt/cris/handle/20.500.12512/102729.

Vivier, E., De Jongh, D., Thompson, L. (2020). Public leadership and participation:

understanding the experiences of South African local government officials’ engagement within
informal settlements in the Western Cape. Public Management Review, p. 1-19. Zitréta 2020-12-
20 internete:

vQualification requirements of assistants of social workers and social workers of the Republic of
Lithuania, approved by Order No. A1-92 of 5 April 2006 of the Minister of Social Security and
Labour of the Republic of Lithuania.

Vveinhardt, J., Banikonyté, J. (2017). Socialinés grupés darnos vystymo perspektyvos mazinant
socialinj dykinéjima. Organizacijy vadyba: sisteminiai tyrimai. Kaunas: Vytauto DidZiojo
universitetas.  Ziliréta  2020-11-20  internete:  https://www.ceeol.com/search/article-
detail?id=547915

Zhylinkova, 1. (2009). Children's Rights in Post-Soviet Ukraine. International Journal of
Children ‘s Rights, 17, p. 647-660.

Zydzitinaite, V. (2008). Tyrimo dizainas: struktiira ir strategijos. Kaunas: Technologija.

Zydzianaité, V., Sabaliauskas, S. (2017). Kokybiniai tyrimai. Principai ir metodai. Vilnius: Vaga.

99


https://www.lsmuni.lt/cris/handle/20.500.12512/102729
https://www.ceeol.com/search/article-detail?id=547915
https://www.ceeol.com/search/article-detail?id=547915




